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Executive Summary 
The Queensland Government Department of Science, Information Technology and Innovation (DSITI) 
initiated a Flexible Work Centre trial in March 2014.  A Flexible Work Centre is a shared and communal 
office space where workers form a number of organisations or freelance enterprises can hire desks on 
a casual basis. The trial ran for twelve months offering the use of Flexible Work Centre desks to 
Queensland Government employees at one of two locations: The Hive at Redcliffe; and Co-Spaces at 
Southport.   A total of 49 Government employees participated in the trial over that time, working a 
range of one, two or three days per week.  Participants were drawn from 10 government departments 
with 26 participants working at The Hive and 23 at Co-Spaces. 
Qualitative data was collected through four online surveys, supplemented by focus groups and 
interviews. This was to further understand the experience, perception and the issues raised in relation 
to the use of Flexible Work Centres or teleworking from an alternate non-government office venue. 
Overall feedback from the participants and their supervisors was positive, with significant benefits 
noted. The main advantage for participants was reduced travel time averaging a saving of 72 minutes 
per day, up to one participant saving four hours per day.  The benefits reported by the participants 
included the following: positive health benefits through stress reduction; workers feeling less tired 
and more energised; cost savings of reduced travel (averaging $30 per week); better sense of work life 
balance and family time; increased productivity both at the centre and on work days in the main 
office; the building of networks within the local community; and the increased participation in 
community activities. 
A number of participants and supervisors noted extra productivity was gained because they were 
keen to make the trial effective. The benefit of working close to home one or two days a week made a 
significant difference to their family and home life. 
The evidence provided by the trial supports a number of actions for the Queensland Government to 
consider: 
a) Allowing participants continued access to the use of Flexible Work Centres and extending the 
invitation to other Queensland Government employees through promotion and education. 
b) Investigating the potential of hot-desking arrangements, as well as specialised desk 
arrangements for specific work station needs.  
c) Investigating potential extension of the flexible work arrangements to capture other areas of 
South-East Queensland, such as Ipswich and Sunshine Coast. 
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d) Providing information and training to middle management on the benefits and key criteria for 
potential flexible work space participants.  
e) Providing information and advice to managers on the appropriate selection process for 
Flexible Work Centres, including the use of appropriate technologies 
f) Ensuring managers have the control to withdraw the flexible work arrangement if it is not 
working out in terms of productivity, interdepartmental communications or occupational 
workplace safety. 
g) Providing information and training for colleagues on interacting with flexible workers. 
h) Allowing for a flexible selection of days that can change as required, allowing for meetings, 
sick leave and personal arrangements (such as child care, medical appointments, dependents 
support). 
i) Improving technological support and protocols around printing and access to files and systems 
offsite/online, to allow consistent and reliable access for flexible workers. 
j) Allowing for seamless flexible work and connections through effective IT systems. 
k) Further investigating the value of Queensland Government employees building non-
government networks with other flexible workers in the centres. Research should consider the 
type and effectiveness of developing local networks. Such as: perceptions of government, 
project creation with local communities, intergovernmental interactions, knowledge-sharing 
and the workplace value of serendipitous interactions. 
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1. Introduction  
The Australian workplace is changing.  Digital technologies are changing the way both private and 
public sectors communicate and achieve their organisational mission objectives.  
In particular, newer digital technologies are disrupting workplace practices.  Wi-fi, wireless and mobile 
devices, cloud computing, shared platforms and video conferencing are allowing workers greater 
freedom to work away from dedicated work spaces in central offices, and beyond their traditional 
nine to five work hours. The Australian Communications and Media Authority (2013) found 51% of 
workers, or an estimated 5.6 million Australians, were ‘digital workers’ – or worked away from their 
office-allocated desk space at least some of the time. The same study found 22% of workers worked 
away from their desks for more than four days a week.  
New technological capabilities to work from anywhere at any time present organisations with the 
opportunity to improve productivity, retain skilled staff, and rationalise expensive CBD office space.  
As an enabler of a more connected form of telework, digital technologies also offer workers the 
opportunity to drastically reduce their commuting times, spend more time with their family or in 
recreational activities, and better balance their work-life commitments.   
To take advantage of this opportunity, a number of flexible approaches to work hours and location 
have emerged, and are being adopted by an increasing number of organisations.   The introduction of 
personal computing devices with always-on Internet connections allow for more connected 
teleworking arrangements and the formation of virtual, activity-based work teams.   
Despite the potential benefits to organisations and individuals, however, telework (defined as a formal 
arrangement for an employee to work away from their office of work) is lower in Australia than many 
other nations, and rates of telework in Queensland are some of the lowest in Australia (Access 
Economics, 2010). Large organisations appear reluctant to change their practices to allow workers to 
take advantage of the locational freedom enabled by digital technologies.  The low rates of formal 
telework in Australia (around 6 % of workers nationally) were the impetus behind the Australian 
Government setting the goal of 12 % of the Australian Public Service teleworking by 2020 (Johnson, 
2012). 
The low rates of telework in Australia have been attributed to a number of factors including: 
managerial cultures that do not engender trust between workers and their supervisors; employees 
seeking supported and social work environments away from the home; and a lack of technological 
support when working away from the main office.  
Flexible Work Centres (also called digital work hubs or co-working centres) are a new work 
environment that has emerged with the introduction of Wi-Fi networks. They are communal and 
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technologically supported workplaces that are growing in popularity around Australia and the world, 
especially with small start-up businesses, freelancers and solo consultancies. Freelance, remote and 
home-based workers seeking social interaction are able to hire desks in a growing number of privately 
run Flexible Work Centres on an hourly, daily, weekly or full-time basis. For some they offer a work 
space close to home and yet away from home-based distractions.  They also offer these workers the 
opportunity to interact with others from different professions and industries, gain knowledge and 
grow their personal networks. 
This trial tested how Flexible Work Centres can be used by Queensland Government employees, and 
what impact this type of work and accommodation may have on productivity, staff retention and 
work-life balance of employees. Two Flexible Work Centres located in commuter zones approximately 
one hour from the Brisbane CBD (one north and one south) were chosen as trial sites. These centres – 
which operate on a commercial basis - were also being used by non-government and freelance 
workers.  A research team from the Queensland University of Technology (QUT) was commissioned to 
undertake an independent evaluation of the trial.   
Participants in the trial completed the required surveys, maintained experience diaries and 
participated in supervisor focus groups and interviews. The trial provided five desk spaces booked for 
Queensland Government employees at each of the two locations across the five business days. The 
trial allowed participants to mix with colleagues from different departments, as well as non-
government workers utilising the centres. 
 
This final report on the Flexible Work Centres Trial contains:  
• A  review of related literature;  
• Findings from the participant surveys;  
• Data from the participants’ experience diaries and exit questionnaires; 
• Analysis of data from the supervisor focus groups and feedback; and 
• Recommendations for the future use of Flexible Work Centres by Queensland Government 
employees. 
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1.1. PROJECT OBJECTIVES 
 
A number of objectives have been set for the outcomes of this trial. They include: 
 To test the ongoing viability of Flexible Work Centres to support teleworking and improved 
workforce productivity of Queensland Government employees; 
 To contribute to the knowledge of organisational innovation within the public and private 
sectors, and test possible whole of government and whole of region efficiencies in changes to 
work practices and modes of travel; 
 To obtain data on the capacity of digital platforms to significantly transform Queensland’s 
economic environment through Flexible Work; and 
 To obtain accurate data and information on employee productivity, changes and impacts on 
local communities and work-life balance for evidence based policy responses. 
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2. Flexible Work and Co-Working Spaces 
There has been a recent shift in the way organisations, in both the private and public sector, allocate 
and use office space.  Being able to point to your own office, including your name on the door, has 
traditionally been a sign of stability and seniority within an organisation and provided employees with 
a sense of security, achievement and pride.  These sentiments are difficult to replace with any 
alternative arrangements. The need for organisational efficiency, and leaner and more agile 
management and workforce structures, however, has given rise to attempts to optimise office space, 
and use the space available in different ways.  
Various cubicle layouts have been trialed and refined to eventually make way for more permeable and 
flexible arrangements of work spaces in the form of open office space. Desks and work stations are 
being arranged without – or with substantially lower – dividers between them. There are issues in 
open-plan office, however, of noise penetration, privacy and the immobility of desks to reflect 
temporary project team configurations. 
A popular strategy to reduce under utilised or unused desk and office spaces is hot-desking. As 
employees arrive in the morning, they are allocated office space according to their work requirements 
that day. Employees who are on sick or recreational leave, away for client meetings, or travelling 
interstate or overseas and do not require a desk on that day are not allocated space. Projections are 
that hot-desking can enable an organisation to reduce their requirements for leased floor space from 
between 20 to 50% depending on the location and nature of their business. 
In parallel to these trends, innovative organisations, as well as the lessors of office spaces – from large 
scale floor space in vertical real-estate to boutique studio spaces for specific purposes – have also 
started to experiment with different configurations of amenities to make employees feel at ease, 
comfortable, and more productive. The Google headquarters in Silicon Valley, or the Infosys 
Technologies campuses across India, are often referred to as innovative examples that illustrate the 
introduction of dynamic work spaces with the addition of entertainment and hospitality facilities, 
blended with professional office equipment and resources. Some of these amenities – cafés and food 
outlets, parks, shops, theatres, etc… – have been outside but in close proximity to the office.  
Increasingly these amenities are entering the office space, creating a more diverse and all-inclusive 
office design. 
However, the trend is twofold. We are also witnessing nomadic practices in the city that sees office 
workers – especially in information, service, knowledge, creative, and design professions – occupy, 
negotiate, and appropriate the city as their office. Davis (2002) found that some work activities can be 
easily detached from the office premises and can be performed “anytime or anywhere”.  This trend 
has been termed ‘nomadicity’ (Kleinrock, 1996; de Carvalho, 2012). Forlano (2009b) found that mobile 
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and nomadic workers mapped their work activities across a range of sites including cafés, public parks, 
atriums, and even train stations depending on the specific stages of their projects. She argued that 
mobile and nomadic workers were the lead users in an emergent form of organising that is 
technology-dependent, project-based and virtual (Von Hippel, 2005). This work is characterised by 
working side-by-side with people that do not work in the same organisation or group.  
Today’s new economy of increasingly independent, self-employed, project based and flexible types of 
work comes with a new set of issues. These include isolation, lack of social contact and networking 
opportunities.  Pohler (2011) defines co-working spaces as spaces that emerged from people’s quest 
for strategies to deal with such issues.  That is, a co-working space is “every workspace with flexible 
structures that is designed for and by people with atypical, new types of work – that is not exclusively 
for people from one certain company” (Pohler, 2011). The number of worldwide professional co-
working spaces has doubled each year since 2006 (Deskmag, 2011a), which underlines the need of 
independent workers to work in social and supported environments. 
THE BENEFITS OF FLEXIBLE WORKING  
The adoption of a flexible approach to work arrangements has many noted benefits for organisations 
as well as employees. These benefits are highlighted and encouraged at a Federal Government level 
(Department of Communication, 2014), by Queensland Government and an increasing number of 
corporations and SME’s.  
Key benefits for organisations include:  
 Improved recruitment and retention: The telework option can be a benefit offered to 
employees that assists in their work-life balance and worth more than monetary gain, 
ultimately making the difference between them staying and going. 
 Reduced absenteeism: Work can continue when illness, both personal or in the family, would 
otherwise prevent attendance. 
 Improved business resilience: In cases of epidemic threats, disasters, mass public transport 
failures or strikes affecting network operation, and severe weather conditions such as flooding 
and storms. 
 General increases in productivity from workers who are more focused or less stressed.  
 Rationalising of expensive CBD office space.  
 Reduced additional utility expense based on staff in main office.  
 Office de-centralisation and further reach into community and markets. 
 
Key benefits for the employee include: 
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 Cost savings for expenses such as transport and child care. 
 Improved workplace flexibility and work-life balance. 
 Improved job satisfaction. 
 Use of preferred personal technologies (such as bring your own device schemes). 
 Improved workforce participation and ability to participate to a higher level. 
 Flexibility of location.  
 
A study into the productivity of telework estimated that teleworkers give back around 60% of the time 
they would otherwise have spent commuting as time spent doing work, this can have significant 
productivity benefits for employees and employers (Lister, 2011).  
Illegems and Verbeke (2004) suggest the benefits of flexible work should not just be evaluated in 
terms of cost reductions and productivity improvements.  Telework policies can be used to attract, 
motivate and retain high quality employees whose skills and knowledge are specific, of quality, rare, 
valuable, and difficult to imitate, replace or substitute, stating “[telework’s] impact on superior 
performance can be enormous”. Employees are choosing to stay for work-life balance.  Offering 
attractive employee packages, including flexible work options, becomes vital for a competitive and 
leading-edge employer.   
Illegems and Verbeke (2004) researched telework from a management perspective and looked at the 
long term, resource-related benefits (including the style of Flexible Work Centres currently under 
trial). They developed a list of impacts of telework which includes twenty-six impacts falling into five 
categories (Table 1).   
FLEXIBLE WORK CENTRES FLEXIBLE WORK CENTRES 
  10 
 
 
 TABLE 1: Issues for Telework                                                                 Source: Illegems and Verbeke (2004) 
Impacts on the strategic development of human capital resource base 
 Enhanced recruiting potential 
 Ease of retaining highly qualified staff 
 Reduction in staff turnover 
 Reduction in staff redundancy 
 Effect on organisational culture 
 Increase in employee loyalty 
 
Impacts on the operational functioning of the human capital resource base 
 Reduction in absenteeism 
 Increased work time 
 Increased perception of social isolation 
 Reduced training possibilities 
 Opposition from trade unions 
 
Impacts on the organisation's broader productive efficiency 
 Improved flexibility 
 Heightened productivity 
 Improved ability to function with limited office space 
 Gains in office space 
 High investment in ICT required 
 Negative impact on activities requiring teamwork 
 Negative impact on activities requiring face-to-face contact 
 Negative impact on security of internal data 
 
Impacts on the organisation's external linkages 
 Effects on customer service 
  Image of organisation 
 
Externalities 
 Improved job opportunities 
  Improved possibilities for childcare and care for elderly 
  Difficulties in respecting health legislation 
  Increased ambiguity relevant labour legislation 
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NEGATIVES FOR TELEWORKING 
While there are many noted benefits for teleworking in its various forms, Table 1. also listed a number 
of negative impacts of teleworking including: 
• Negative impact on activities requiring teamwork; 
• Negative impact on activities requiring face-to-face contact; 
• Negative impact on security of internal data; 
• Negative impacts on innovative interaction in the office; 
• Negative impacts on career advancement; and 
• Difficulties in respecting occupational health and safety legislation. 
 
There are also impacts listed in Table 2 that may have either positive or negative consequences, such 
as: 
• Effect on organisational culture; 
• Change of employee loyalty; 
• Impacts on customer service and response times; and 
• Increased ambiguity relating to labour legislation (Illegems and Verbeke 2004). 
 
A flexible (telework) arrangement needs to consider management options for all potential impacts, to 
maximise the benefits and minimise the negatives. 
 
Societal and regional benefits 
The benefits of flexible work arrangements also extend into a larger social and regional context. The 
impacts of working local to home and out of the central business district include: 
 Reduced traffic congestion; 
 Support for regional development; 
 Reduced carbon footprint and lower air pollution; and 
 Support for local businesses. 
 
TELEWORK IN AUSTRALIA 
The Australian Bureau of Statistics reports more than 75% of large companies in Australia and about 
one third of micro businesses have the facility for staff to use the Internet to connect with work from 
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home or other remote locations (ABS 2013). This compares to the US, where 57% of all organisations 
offer some form of telecommuting.  
The Federal Government’s Department of Communications has an active policy and website to 
encourage telework across the nation. Most State Governments have positive statements or policies 
that encourage flexible work arrangements both within government departments and by private 
organisations. However, they fall short of using or having a policy to actively utilise flexible office 
arrangements, co-working spaces or other versions of tele-hubs.  
Deliotte Access Economics (2011) reviewed the potential benefits of telework. They established two 
scenarios based on high and low real estate costs in order to capture the benefits for both large and 
small firms. It produced a highly conservative estimate of $1.4 to $1.9 billion per annum as a national 
saving through the use of telework, not necessarily in co-working spaces. In the calculations in Table 2 
below, office cost savings were driven by the number of teleworkers, rather than the amount of time 
spent teleworking.  
The results imply that teleworking needs to be encouraged and/or undertaken on a large scale to 
realise the office cost savings or it may lead to losses due to inefficient use of existing and or planned 
office space requirements in CBD areas are not effectively reduced.  
 
Total High Level Benefits of Telework ($M) 
Benefit of telework Low real estate High real estate 
Time and cost savings from travel avoided 1270 1270 
Office cost savings (high real estate scenario) (350) 130 
Increased labour force participation 380 380 
Retention of relocating staff 90 90 
Total 1390 1870 
TABLE 2: Total High Level Benefits of Telework ($M) - Australia             Source: Access Economics 2010 
 
The Deloitte Access Economics Report (2010) estimated the financial impact of telework in Australia, if 
40 per cent of all workers teleworked two days per week, would be around $40.5 billion. Of this, $21.2 
billion, or 52 per cent was attributable to the estimated increase in labour productivity. 
‘Digital Work Hubs: An Activation Framework for South East Queensland’ (Regional Development 
Australia, 2013) provided important background research for the Queensland Government’s Flexible 
Work Centres trial. The report quantified commuting rates across the six major South-East 
Queensland regions – including the Brisbane CBD – and suggested a network of regional digital work 
hubs.  
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EXAMPLE OF NEW SOUTH WALES 
The New South Wales Government is currently investigating the use of co-work spaces with their pilot 
for government employees in peripheral metropolitan locations such as Liverpool, Blacktown and 
Penrith.  
These centres are not open to the general public, they only accommodate government employees 
from a range of departments. NSW has considered the demand for ‘smart work centres’ in a recent 
study by the Institute for Sustainable Futures, University of Technology Sydney (Wilmot et.al 2014).  In 
specifying smart work centres they differentiate them from  
“other work environments like main workplace, serviced offices, co- working spaces, third 
spaces and home offices by location, operations and atmosphere.  Targeted to serve 
teleworkers, they are located close to where people live, provide a fully serviced formal 
workplace but operate with a community atmosphere that engenders creativity and 
innovation.”  
This study acknowledged that the home environment is not always suitable for telework. The concept 
was to borrow from the co-work style office setup (such as The Hub Melbourne) which accommodates 
freelance and small business operators alternatively creating a number of large smart centres 
specifically for government employees living in outlying metropolitan locations. 
The results of their study indicated the following number of potential flexible workers for each of the 
three locations: 
 1400 from Liverpool  
 2050 from Blacktown  
 1075 from Penrith 
Their total estimated annual public benefits for each destination would be: 
 Liverpool $6.4 million  
 Blacktown $8.1 million  
 Penrith $6.0 million  
This averages out for each worker to: 
 Liverpool $4,556 per worker per annum  
 Blacktown $3,967 per worker per annum  
 Penrith $5,560 per worker per annum 
Further the estimated annual private benefits such as private travel time savings, fuel savings and 
avoided tolls for the full demand are:  
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 Liverpool $10.7 million 
 Blacktown $14.9 million 
 Penrith $9.6 million 
 An indicative daily average saving of $32.37 per teleworker is estimated. 
The recommendations of the report indicated that there was sufficient demand to make a pilot 
feasible. 
Their call for participants was made during September 2014 with the Centre opening in October. 
The New South Wales Government is set to open five Smart Work Hubs including: Rouse Hill, Oran 
Park, Wyong, Penrith, and Gosford. 
These centres will operate as a pilot program for a minimum of 12 months, with an objective of 
investigating if Smart Work Hubs can successfully deliver on strategic benefits for NSW Government 
CBD workers living in outer metropolitan zones and establish if they would attract further private 
sector investment (Trade NSW 2014) 
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3. Background to the trial 
Queensland faces a number of challenges related to rapid urban growth. The South-East corner of 
Queensland in particular – covering increasingly urbanised and connecting strips of coastal 
development, inland farming centres and the state capital of Brisbane – is one of Australia’s highest 
growth areas; currently with a population of 2.5 million people but predicted to contain an extra 1.5 
million residents by 2031. 
Newly urbanised areas being built to house and service new residents are being linked by costly 
transport infrastructure. High-speed broadband infrastructure currently being rolled out as new 
wireless networks and fibre to the node and premises, however, is offering new capabilities in cloud 
computing, mobile business profiles, and videoconferencing. These applications are opening up a 
range of new opportunities for employees to ‘work from anywhere’, and possibly reduce the urban 
inefficiencies and lifestyle and health impacts of commuting across the region. 
In 2011 a group of Dutch urban planners attended a conference in Brisbane and discussed the 
development of ‘Smart Work Centres’ across The Netherlands. The planners reported that in 2008 the 
City of Amsterdam Government had trialed seven Smart Work Centres in commuter zones close to the 
Amsterdam CBD in an effort to reduce crippling peak-hour traffic congestion on the main arterial 
roads. The initial trial failed, but the model for development of Smart Work Centres was modified – 
from building the infrastructure (the centres themselves) to building the market. This meant that the 
City of Amsterdam Government committed to purchasing desk spaces for their employees in centres 
that would be owned and operated by the private sector. This policy created significant private 
investment in co-working facilities, and within three years there were 120 privately owned and 
operated Smart Work Centres across The Netherlands that could be used by Amsterdam City Council 
employees. 
Amsterdam City Council were able to sell off a third (80 out of 120) buildings in the Amsterdam CBD to 
continue purchasing desk spaces at the Smart Work Centres for an increasingly mobile and flexible 
workforce. One of the reported benefits of the development of networks of co-working centres in The 
Netherlands has been an increase in business innovation as knowledge transfers across sectors has 
been boosted through better contact between industries and co-workers. 
After a visit to Amsterdam by an officer from the Digital Economy and Productivity unit in 2012, the 
Queensland Government decided to investigate implementing a similar policy to support the 
establishment of co-working centres in Queensland.  The Digital Economy and Productivity unit wrote 
a business plan to trial the use of privately owned and operated co-working centres in commuter 
zones around the Brisbane CBD that was approved in October 2013. Trial had a budget of $130,000 for 
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the purchase of desks at co-working centres for 12 months and for independent research to be 
conducted on the trial. 
In late 2013 the Digital Economy and Productivity unit established a whole of government steering 
committee comprising of representatives from the Public Service Commission, the Departments of 
Transport and Main Roads, Health, Justice and Attorney General, Housing and Public Works, 
Queensland State Library and the Queensland Government Chief Information Office to oversee the 
trial. 
The steering committee endorsed the engagement of the Queensland University of Technology (QUT) 
to independently monitor and evaluate the trial, and make further policy recommendations based on 
the data collected from trial participants over a 12 month period. There was only one privately owned 
and operated co-working centre able to be used for Queensland Government employees available at 
the end of 2013 – Co-Spaces at Southport, but a second centre – established by Moreton Bay Regional 
Council – The Hive at Redcliffe, came online at the beginning of 2014. Both centres are situated 
approximately one hour’s drive to the Brisbane CBD. They were inspected and approved by officers 
from the Department of Housing and Public Works as suitable work-spaces (on a range of technology, 
office support and work, health and safety criteria) for the use by Queensland Government 
employees. 
Trial participants were recruited through emails from their Department’s human resources areas, and 
eventually the use of posters in kitchens and lift foyers. Prior to starting work at the centres 
participants were provided with training from the Public Service Commission, The Queensland 
Government Chief Information Office and the Occupational Health branch of the Department of 
Justice and Attorney General. 
The first trial participants began work at the centres in March 2014. 
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4. Methodology 
Independent research into the Queensland Government 
Flexible Work Centres trial has been conducted by 
Queensland University of Technology. This qualitative 
research has involved collecting data and analysing the 
perceptions and experiences of trial participants and their 
direct supervisors (a phenomenology perspective).  
Participants were required to undertake a series of four 
(quarterly) compulsory surveys conducted throughout the 
12 month period, they were also invited to keep an 
electronic experience diary to note additional experiences 
and interactions throughout the trial.  The surveys were 
administered through Key Survey software and involved a 
series of multiple choice and open-ended questions. Some questions were repeated over time to gain 
an understanding of how perceptions might change with use and exposure to the experience of the 
Flexible Work Centres and the trial. 
Supervisors were invited to participate on a voluntary basis by giving feedback in focus group sessions, 
or by providing written feedback on their perceptions and experiences with the trial. 
Participants who left the trial early were asked a series of additional questions relating to the reasons 
they left the trial and their impressions of the trial. The surveys and questions from focus groups and 
interviews are included in appendices A to F. 
There was a continuous recruitment process throughout the trial with new participants joining at 
various stages, right up until the last month of the trial. As participants joined they were asked to 
complete all previous surveys. This report reflects the surveys completed as of February 2015. 
Participants having completed their fourth and final online survey in February.  
Thematic analysis was used for the data gathered throughout the trial. Thematic analysis is a means of 
drawing out patterns and encoding the qualitative data so that it can be labelled and developed into 
themes (Boyatzis, 1998).  Reference and quotes have been anonymised for participants’ privacy and in 
accordance with the Ethical Clearance obtained from the QUT Research Ethics Unit (reference number 
140000020505) in March 2014. 
  
Phenomenology is the study of 
structures of consciousness as 
experienced from the first-person 
point of view. The central structure 
of an experience is its intentionality, 
its being directed toward something, 
as it is an experience of or about 
some object. 
(Stanford Encyclopedia of Philosophy 
2003) 
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4.1. LOCATIONS 
 
The Flexible Work Centres Trial operates at two venues: The Hive at Redcliffe, 40 minutes north of the 
Brisbane Central Business District (CBD) by car, and Co-Spaces at Southport on the Gold Coast, 60 -90 
minutes south of the Brisbane CBD by car. Both are commercially operated centres that offer flexible 
office spaces with a variety of seating and desk arrangements and provide dedicated desk spaces for 
the trial participants, as well as being open to other non-government workers.  
 
THE HIVE REDCLIFFE 
       
 
Images from Moreton Bay Regional Council website (used with permission) 
The Hive is located on the north side of Brisbane, on the Redcliffe peninsula. It is run by the Moreton 
Bay Regional Council. Within the trial, there are five desks available Monday to Friday at The Hive. 
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Facilities 
Redcliffe Hive offers cost effective and flexible facilities including: 
• Private pods and open tables; 
• A room designed for multi-media and podcasting; 
• Meeting rooms; 
• Function rooms; 
• Break-out rooms and couches; 
• A kitchen; 
• Plug-in capacity for laptops, tablet and smart phones devices; 
• Video conferencing (own computer plug in); and 
• WiFi internet. 
 
The Hive centre is located in the Sutton Centre, Lower Ground Level, 157 - 159 Sutton Street, Redcliffe 
and is open Monday to Friday - 8.00am to 5.00pm (closed on public holidays). 
The Hive regularly holds networking events and have a weekly newsletter that informs their users of 
events and training sessions that they are holding. These newsletters also introduce members of the 
Hive to other members with a quick 
note about their skills and business. 
CO-SPACES – SOUTH PORT 
(GOLD COAST) 
The second centre is called ‘Co-
Spaces’ and is located at 45 Nerang 
Street, South Port on the Gold Coast. 
It operates Monday to Friday from 
8:30am to 5:00pm (closed public 
holidays). There were five desk spaces 
available for the trial from Monday to 
Friday. 
The centre offers a number of facilities 
including: 
• Work spaces ranging from private 
rooms to collaborative areas;  
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• Desks built for a range of uses; 
• video conferencing: 
• Server room;  
• Wi-Fi internet; 
• VOIP phone system;  
• Projector;  
• Scanner; 
• A3 colour printer;  
• Kitchen; 
• Cafe;  
• Security; and  
• Cleaning.  
 
Co Spaces run regular networking events such as seminars and workshops, as well as social events, to 
allow users the opportunity to meet each other and extend their business networks. 
4.2. TRIAL PARTICIPANTS 
 
Over the 12 months from April 2014 to March 2015, 46 Queensland Government employees 
participated in the Flexible Work Centres Trial (FWCT).  For various reasons nine of these had to 
withdraw, some due to a change in work position, or responsibilities.   
Participants came from the following Queensland Government departments have participated in the 
Flexible Work Centres Trial:  
• Department of State Development Infrastructure and Planning; 
• Department of Transport and Main Roads (including Translink); 
• Department of Agriculture and Fisheries ; 
• Department of Justice and Attorney General; 
• Department of Health; 
• Department of Education Training and Employment; 
• Department of Science, Information Technology, Innovation (formerly DSITIA including the Arts 
and State Library Queensland); 
• Department of Communities, Child Safety and Disability Services. 
• Department of Natural Resources and Mines 
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• Department of National Parks, Sport and Racing 
 
Most participants were graded AO5 and above in the Queensland Government position grading 
system, generally meaning they operate at mid to high level in terms of duties such as policy 
development, program management, corporate services and specialists roles such as IT.  
 
All participants required their supervisor’s approval and access to mobile computing and mobile 
phones. The trial targeted government employees living within proximity to the Flexible Work Centres. 
The following table shows the breakdown of male to female participants. Slightly more females than 
males enrolled in the trial: 56 % to 44 % respectively. 
 
Graph : Gender breakdown 
 
There was a varied age range of participants and the following table shows the percentage of 
participants in each age grouping. 
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Graph 2: Age Breakdown 
Significantly, this graph shows the highest proportion of participants in the 46 to 50 age group. 
Following this characteristic of the trial participants it is interesting to note that more than half of 
participants did not have dependent children. See the following Graph 3 for the percentage of 
participants by the number of their dependent children. 
 
 
 
 
Graph 3: Number of Dependent Children by Percentage of Participants 
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Graph 4: Types of work 
Graph 4 shows the type of work the participants undertake within their State Government roles. The 
percentages represent the average percentage of time spent on each area of work by the entire 
cohort of participants. 
 
67% of participants are working one day per week, while 33% worked two days per week from the 
Flexible Work Centres, these were scheduled across the week. 
4.3. LIMITATIONS 
The small sample size of this trial means that the results provide a qualitative view of the range of 
issues raised by the use of the Flexible Work Centres, rather than a quantitative assessment across a 
whole population. Further testing on a larger sample of the whole State population, or surveys across 
the whole of Queensland Government employees, would be required to make inferences about the 
preferences and behavior in a generalised way.  However, what this data does provide is a sample of 
the types of experiences and the range of issues that the use of these Centres generate within a 
diverse sample group. It allows an analysis of opportunities and benefits as well as potential issues 
and weaknesses with this type of work arrangement. Further qualitative research could provide a 
more detailed analysis of the State’s perceptions, acceptance, use, and concerns with Flexible Work 
Centres for government employees.  There could also be further research into the perceptions of 
other state government employees who were not in a position to participate in the trial or who 
consciously chose not to participate. 
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5. Research Findings 
The findings of the research into the trial will be presented here in terms of the themes and issues 
that arose. Each theme will draw on the findings of surveys, focus groups, interviews and diaries. 
Findings of specific surveys can be found in the additional Appendices G to I. 
The key themes include:  
 Lifestyle (Travel Time, Health, Family, Recreation);  
 Trusting the concept - cultural shift; 
 Community Connection;  
 Office Environment;  
 Remote Supervision; 
 Connection and communication with main office;  
 Expectations and Responsibilities;  
 Productivity measures;  
 Key qualities for participants of flexible work arrangements. 
 
5.1 LIFESTYLE 
Travel Time 
The main motivator for most participants (98%) was by far, the reduction in travel time during a busy 
five day a week schedule. Participants reduced their travel time between 60 and 240 minutes per day 
or on average 70 minutes per day. Participants and supervisors noted that travelling up to 3 or 4 hours 
a day takes its toll on people’s lives and lifestyles and their work performance. 
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Graph 5: Respondent Travel Time 
Gaining back or saving this travel time was perceived as a great benefit by participants. Most 
commented on this as the most significant or meaningful benefit of their participation in the trial. 
Even the supervisors were quick to note that this gain was beneficial and they could see the results 
within their participant staff. 
Reduce the stress of driving two hours per day and usually longer if there are delays 
such as accidents etc. [Participant] 
My main reason for wanting to participate in this trial is to minimise my travel time and to cut 
the cost of travel ($150 p/w). Four hours per day is wasted in travel time. I often read for work 
in the train but I could be more productive if I was on the computer… [Participant] 
Having 2 days a week on the coast allows me to rejuvenate my energy. I am far less tired 
without the travel and subsequently more productive. [Participant] 
Getting back an extra 3 hours a week currently lost to travel. [Participant] 
Participant A goes home on Tuesday happy and comes back in full of energy on Thursday, I 
think it is great for them. [Supervisor] 
 
As Lister’s (2011) study suggested teleworkers give back around 60% of their commuting time doing 
work. The average travel time for Flexible Work Centre trial participants is 85 minutes a day, if they 
give back 60% of that time this equates to 51 minutes a day, equating to 187 hours a year. This is 
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supported by the findings of the trial. A number of participants and supervisors noted that extra 
productivity was gained as participants were keen to make the trial effective, the benefit of working 
close to home one or two days a week made a significant difference to their family and home life. 
Health  
Participants were asked to reflect on the impact of the trial on their health and wellbeing in both the 
second and final surveys. The health impacts were also mentioned on several occasions in the 
participants’ diaries. When asked how their general health and wellbeing was affected by working 
from the Flexible Work Centre, 83% said it had been affected for the better.  The graph below is taken 
from the final survey. 
 
Graph 6: Health and wellbeing 
From the first survey which indicated that participants had high expectations for the health impacts of 
reduced travel time and its subsequent stress on their lives, the trial delivered for most participants on 
the promise of health benefits. In particular mental health and happiness. 
This reduces tiredness and provides a better life style due to more leisure hours. 
[Participant] 
Additional time for sport and exercise were noted and a number of participants had actively utilised 
this gain. 
Decrease travel time Enjoy a work/life balance Time to be involved in a fitness 
program. [Participant]  
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The best part of working from the FWC is that it is very close to my home. The 3 hour 
round trip to CBD office is reduced to a 20 minute round trip. Giving me more time to 
pursue exercise and fulfil family commitments. [Participant] 
 
Family and Community  
It was anticipated that this trial would particularly appeal to people with dependent family members, 
specifically young families. The trial provided participants with the opportunity to create more family 
time. While it is true that there were a number of participants who did fall into this category (45%), 
what is more surprising perhaps is the large number who did not have dependents (55%). The age 
grouping of participants also suggested that the flexible work option had particular appeal to people 
approaching retirement age and this was a means of easing towards a retirement plan. 35% of 
participants fell into the age category of 50 to 55 years with a further 13% between 46 and 50 years of 
age. 56% of participants were over 46 years of age, having less  dependents in the younger ages (refer 
to Graph 2).  
Participants with children noted that on the days they worked from the Flexible Work Centres they 
had more time with their children. It also allowed them to be involved in activities with their children 
like taking them to swimming lessons or pick them up from daycare, generally sharing the childcare 
responsibilities that their work commute did not otherwise allow. Parents in split parenting 
arrangements particularly noted that the days with shorter travel time provided the flexibility to 
collect children from childcare  and spend more time with children. It was also noted that on Flexible 
Work Centre days some parents were able to see their children in the morning rather than leaving 
before they were awake, share dinner with them at night and even have picnic lunches together. 
It was noted that some trial participants were using the time they gained to participate more in their 
local community, and some were helping neighbours or friends within their community to shop or 
with other needs. Some had been able to join local sports teams, get to know their community 
through shopping locally or through coaching sport.  
 
5.2 TRUSTING THE CONCEPT – A CULTURAL SHIFT 
There appears to have been a period of adjustment for some departments, while others are familiar 
and comfortable with flexible work arrangements and people working away from the main office. 
Perhaps surprisingly, a number of participants were not so concerned about sharing office space at 
the centres or in their main office, and the need to personalise space was not viewed as important. 
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Whether this shift is due to the use of more mobile computing (laptops, tablets, phones) or the 
advantages of working close to home on a regular basis was not clear.  
It did appear that most departments had some experience with staff working from home on occasion, 
although generally this was limited to infrequent occurrences when specific issues such as health, 
internet access or appointments arose. Some supervisors had found working from home 
arrangements problematic with a perception that working at any hours was acceptable to staff but not 
to managers/supervisors. There were health and safety issues raised where staff had worked late at 
night and then come into work tired the next day and not alert enough to function or had perceived 
that they could come in late the next day.  
We had to put a stop to it (flexible telework), people were logging on at all hours and not 
available in work hours [Supervisor]. 
I don’t mind what hours my staff send emails, but I expect them to be able to come to work 
and function at 9:00am regardless. If they are working late hours it becomes a health and 
safety issue [Supervisor]. 
 
5.3 COMMUNITY CONNECTION  
Some participants’ comments also reflected that it was friends, neighbours or members of their 
community (unrelated) who they were better able to support with the time saved from travel. 
Some participants felt they were better able to participate and felt more of a part of their local 
community as a result of spending time working in their local area, in some cases this was through 
sporting activities and others it was simly by being more familiar with their area. 
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Graph 7: Making local connections 
 
5.4 COST SAVINGS  
Most of the participants reported significant cost savings in using the Flexible Work Centres, notably 
the commute costs which are up to $30 per day.  
Other savings are in parking, fitness, health, groceries and childcare. The following chart shows the 
areas that individual participants were realizing cost savings as a result of the trial.  
  
Graph 8: Cost Savings 
Even working from the Flexible Work Centre one day a week made a favourable difference or cost 
saving to the participant’s budget.  
FLEXIBLE WORK CENTRES FLEXIBLE WORK CENTRES 
  30 
 
Some supervisors also reported that there were realised savings in their budgets due to retention of 
staff, less sick leave and accommodation costs. 
One supervisor noted that when presented with the option to work close to home, sick days would 
decline. If you are feeling unsure if you are well enough to work and you have a two hour trip to work 
you are less likely to risk it. If you can work close to home you a more likely to try.  
There were also cost savings to be made in terms of staff accommodation. This was discussed at 
length by supervisor focus groups, with them expressing concern that the use of Flexible Work Centres 
would mean they had a double cost of  accomodating a staff member who had a desk in the city and 
in a centre. This is countered to some degree with the participants expressing that in order to keep 
their flexible work arrangement they would be prepared to hot desk in their CBD office. The following 
table shows that 76% of participants would hot-desk and 12% would consider doing so.  
 
Graph 9: Share a desk for flexible work option 
Most commented that in order to give up their main desk they would need to work from the Flexible 
Work Centre more than one day a week.  
The Flexible Work Centres do provide the participants with the experience of hotdesking, allowing 
them to see the advantages and devise strategies to make a shared desk arrangement work for them.  
It may also be that the participants were people who where already prepared to try a less 
permenantly personalised desk arrangement. 
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5.5 OFFICE ENVIRONMENT 
In setting up the trial, the Flexible Work Centres Steering Committee went to great care to ensure that 
the centres met occupational health and safety requirements and acceptable standards for desk set 
up. This involved providing additional facilities as required.  
The discussion in the supervisor focus groups raised the issue of providing specialised equipment for 
employees at the Flexible Work Centres. For example, where a worker has very specific needs (such as 
poor vision or bad back) requiring specialised equipment, the use of a Flexible Work Centre becomes 
problematic. Does the department provide two sets of the specialised equipment? Does the 
participant have to transport the equipment with them between the main office and Flexible Work 
Centre? Or are employees who need this type of specialised equipment excluded from potential 
flexible workspace arrangements? In another case, a certain position required double computer 
screens, creating a logistics challenge of providing and storing a second screen at the Flexible Work 
Centre, for use on the one day per week.  
Similarly, the supervisor focus groups noted that the need for specialised equipment (particularly IT) 
impacts on the ability to share a space or desk as a hot desk. Using a desk designed for specialised 
computer may mean that the correct power and cable outlets are not available for a standard laptop 
setup. 
At the same time, some of the participants had enjoyed using the more flexible office arrangements 
including reading chairs and booths  and standing tables,  seeing this as an opportunity to experience 
different work arrangements. 
Some participants noted that the chairs as the centres were not that comfortable in comparison to 
their main office chairs.  
The use of the Flexible Work Centres rather than the home office was discussed with the supervisors. 
Some saw no difference, while others felt that for regular patterns of teleworking the office 
environment was best. The provision of an office environment away from home distractions being the 
key advantage, and also the discipline of office hours. Again it seemed to come down to the different 
personalities and working styles of participants, where for one the distractions of home could be a 
problem, and for others it may not be. Managers noted that they needed to be aware of the potential 
for distraction and monitor the outputs of their flexible workers. 
Participants were asked about factors affecting productivity at their main CBD office and in the 
Flexible Work Centres for comparison. When describing their CBD offices, they generally did not 
perceive to be any major issues affecting productivity (although supervisors commented that many of 
these offices were old and not necessarily inspiring for the employee). They did comment that the 
main reason for any reduced productivity on their part was related to commute factors, rather than 
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the office or work environment itself. They also indicated a number of other potentially negative 
issues, including: 
 Noise levels in open office plan; 
 Walk up interruptions; 
 Team issues – where flexible members are viewed differently or negatively; 
 Department split between locations; 
 Location generally; 
 Office environment (especially temperature/air-conditioning not working). 
Participants were also asked about the positive aspect or aspects of the main CDB office environments 
that enhanced their productivity. The main factors listed in their responses included: 
 Network access of internal systems; 
 Hard copy file access; 
 Supervisor access and interaction; 
 Face to face discussions; 
 Dual screens/ computer setup; 
 Access to resources; 
 Access to personnel; 
 Access to technical assistance; 
 Desk phone; 
 Being close to decision makers; 
 Spaces for confidential discussions; 
 Team energy; 
 Professional work environment; 
 Specific computer programs not available on laptop; 
 Colleague recognition; 
Similarly they were asked about their Flexible Work Centre environment, while many responsed, that 
there was nothing negatively inhibiting their productivity. The following list of potential inhibitors was 
generated and it focused around supplied technology: 
 Lack of direct network access; 
 Slow computing/ slow systems; 
 Inability to have face-to-face, co-present discussions; 
 Ability to connect to the printer or scanner; 
 IT support available; 
 Office opening times (doesn’t open before 8:30am); 
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 Seating;  
 Limitations of laptops; 
 
5.6 REMOTE SUPERVISION  
One of the key concerns raised with remote location staff supervision was the need for planning and 
preparation of work that was to happen at the Flexible Work Centre. In most cases this was not 
perceived as a problem but rather a matter of advanced planning. Such activities included preparing 
work and allocating work to be done in the main office and in the Flexible Work Centre, and 
scheduling meetings around days in and out of the office.  
Other supervisors commented that it did create difficulties for allocation of ad hoc jobs which may 
arise throughout the day. 
One participant who also had a supervisory role with staff back in the main office actually saw their 
absence from the office as an advantage, as it pushed staff to find their own solutions in certain 
circumstances, hence developing their team’s problem solving and management skills. 
Generally the level of responsibility and autonomy given to the participants meant that little 
supervision is required in either work environment, with distribution of work cited as the main 
management concern. 
5.7 DIGITAL CONNECTIVITY AND COMMUNICATION WITH MAIN OFFICE  
The participants’ capabilities with digital technologies varied from ‘highly competent’ to ‘not very 
competent’ (as shown in the table below). This did not seem to affect their experience of the Flexible 
Work Centres. All of the participants who commented the Flexible Work Centres Trial had undertaken 
a short Microsoft training session and had exposure to specific tools such as Office 365 and Lync, but 
not all departments had these applications loaded on their systems and this raised issues for 
participants. 
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Graph 10: Rating digital literacy and skill 
Some participants found these tools to be quite handy and seam-less between the main CBD office 
and the Flexible Work Centre. Others found they were of no benefit due to the lack of familiarity and 
limited use within their teams, their departmental set-up and culture was the limiting factor in these 
cases rather than knowledge or functionality of the system.   Flexible Work Centre participants were 
asked what were their main methods of communicating with colleagues back in the CBD office. The 
following table shows that emailing and instant messaging were the two most common, but a range of 
methods were utilised.  
 
Graph 11: Communicating with Colleagues 
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0% 5% 10% 15% 20% 25% 30% 35% 40% 45% 50%
Highly competent
Somewhat competent
Sufficiently competent
Not very competent
Not at all competent
How would you rate your general digital technology literacy or skill level?
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The question was repeated in the second survey picking up on the range of web-based applications 
that the participants were using. Again emailing featured most predominantly, but a wide range of 
applications were being used, including: sharing photos, project management applications, video 
conferencing, network access for data entry, short messaging (including instant messaging), co-editing 
and file sharing. 
 
Graph 12: Features of web-based applications used 
There was a noted increase in the use of digital communication by 80% of the participants as a result 
of the trial (shown in the next graph). Digital technologies were a key enabler of the trial and 
facilitated the use of the Flexible Work Centres. The technologies being used were very standardised 
and no unusual or innovative approaches to communication were trialed. 
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Graph 13: Increased use of digital communications 
It was noted that communicating with colleagues and managers working remotely is not considered 
equivalent to face to face. There are some interactions that need co-presence. Workload sharing of 
the day to day issues that just arise are much more difficult when people are remote from the office, 
and a task cannot instantly be allocated or managed. Supervisors felt that for this reason one or two 
days remote were probably best, anymore became too separated from the office interactions and 
‘water cooler’ discussions. 
One day is good, but missing the chit chat and what is going on in the office, any more 
than that is a problem. [Supervisor] 
These interactions were viewed as not only important for work allocation but also for effective team 
building. Some departments which are more accustomed with staff moving around to interact with 
customers and for visiting regional areas, had less problem with staff working remotely as it is 
common practice. 
Dependency on effective technology was critical. It was discovered within the trial that a number of 
government departments were not advanced enough with their roll out of Microsoft Office 365 or 
Microsoft Lync, causing frustration and affecting productivity. Similarly, frustration was experienced 
where the centres or government networks had issues, participants were constantly ‘dumped off the 
system’. When noting frustrations or weaknesses with the Flexible Work Centres trial it almost always 
related to this aspect of computer connectivity or functionality.  
Make sure government departments’ IT branches are consulted regarding ICT 
environments (ie. Network security affecting connecting to printers, remote access 
functionality) that can impact on user experience / performance before they offer 
places to their staff [Participant]. 
The Flexible Work Centres did provide a new environment to mix with other government employees 
also participating in the trial. It was more common for participants to interact with the other 
government employees in the Centres than with non-government workers also sharing these spaces. 
However, there was more 36socializing with non-government workers as the trial progressed, and the 
participants had been in the Centres over a longer period of time. With people focused on work 
within the Centres the socializing process was slow. Few participants actively sought to network or 
chose to attend networking functions held by the Centres. In the few instances that they did it was 
noted to be a positive benefit of the Centres.  
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5.8 EXPECTATIONS AND RESPONSIBILITIES 
It’s important to have clear expectations from management and it helps to be 
supported by your team. Departments should be innovative in ways to improve 
technology barriers [Participant]. 
It appears that most of the resistance to the Flexible Work Centres was from colleagues who felt that 
participants were effectively getting a day off. Feedback from participants in the later surveys and 
diaries suggested that with time these attitudes shifted. The quote above suggests that the flexible 
work arrangements require clear communication between participants, their managers/supervisors 
and their teams.  
 An issue of trust was raised in the trial feedback. Staff were chosen because they could be trusted 
and there was an appreciation by participants that their supervisors did trust them. 
I was really grateful to participate in this trial and felt more loyal to my boss for trusting me with 
this opportunity [Participant]. 
Developing this trust has had benefits in terms of work outputs and employee satisfaction. 
Supervisors noted that the participants they had on the trial were staff they were comfortable trusting 
to get the job done. In some instances they required their staff to regularly check in with the main 
office and particularly on arrival and departure. In these cases they relied on digital technologies to 
communicate. Supervisors also noted that they had staff that they would not consider for this type of 
flexibility because either their position would not allow them out of the main office or they did not 
feel they could trust them to stay focused in a remote office. 
5.9 PRODUCTIVITY MEASURES 
It was difficult to pin down measures of productivity for the participant group as their work was 
generally analytical in nature, and not all outputs are measured or reported. There were a range of 
different means of tracking productivity and successful completion of work. Some had specific key 
performance indicators (KPI) that were checked off while others were still developing performance 
indicators. The majority of supervisors were content with the continued output and work expectations 
of their staff. Participants generally reported high to very high levels of personal productivity.    
After being initially concerned with how the FWC would effectively work I have been very surprised 
with its success. My one staff member who has worked in a FWC has produced some fantastic 
work and I put that down to the quiet zone they are able to work in. [Supervisor] 
The first survey indicated that participants had strong expectations that working from the Flexible 
Work Centre would improve work life balance. Comments added to the survey questions (in free text) 
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showed participants were appreciative of the opportunity, having positive expectations of the 
potential benefits envisaged. In particular, the aspect of work life balance and stress management 
were added to the participants’ comments. 
Graph 14: Personal productivity 
 
It is noted that a significant proportion, 83% of participants, felt that the trial would improve their 
personal productivity through the use of the Flexible Work Centre. This initial expectation was 
confirmed through later surveys and supervisor focus groups. 
Measuring productivity can be challenging, and some form of key performance indicators are required 
to benchmark and assess. Surprisingly when asked if participants had productivity measures within 
their regular performance review process only 36% had these in place with a further 39% saying they 
were being developed, 25% had no productivity measures in their review process. Supervisors 
confirmed that there were many roles where it was difficult to quantify productivity and they based 
their assessment on the completion of set tasks and the standard of work received. In all cases the 
supervisors were very happy with their participant’s productivity throughout the trial as they 
maintained the same, if not better, levels of productivity from the Flexible Work Centres. Both the 
supervisors and participants were confident in the level of productivity. Some noting that they worked 
harder to maintain the privilege of the Flexible Work Centre and this was supported by their 
supervisor’s comments. 
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Graph 15: Productivity measures 
 
Graph 16: Overall productivity 
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Graph 17: Digital applications to improve productivity 
Participant were also asked if digital technologies aided their productivity, 41% felt that they did while 
48% said no and 11% thought it was not applicable. Generally this aligns with the number of 
participants already familiar with and using digital technologies for their everyday work functions. The 
nature of their work tools do not change based on their location, but the tools make the location less 
important.  
5.10 KEY QUALITIES FOR PARTICIPANTS OF FLEXIBLE WORK ARRANGEMENTS.  
 
Supervisors commented on the importance of approving the most appropriate roles and individuals to 
use the flexible work arrangement to make it work.  In the focus group discussions they all felt that 
they could trust their participants because of the type of workers they were and the type of work they 
did. They felt that it was important to know that the job would be done. It was also noted that 
because the participants gained so much personally by utilizing the centres, they were actively trying 
to making the arrangement work.  
Consider who is suitable for the role. Suitability isn’t solely determined by the role but 
also the personality of the employee. [Participant] 
One comment in a supervisor focus group was to suggest it might be of benefit to aid supervisors with 
guidelines for what positions and qualities would work best from Flexible Work Centres. The second 
focus group felt that this was unnecessary as managers were more than capable of getting on with the 
job and monitoring their own staff in terms of staff selection and monitoring, with a preference to 
free up processes rather than create another set of rules. 
There were a set of criteria that were mentioned as important to the success of the participants, or at 
least the perceived success according to the supervisors, these included: 
FLEXIBLE WORK CENTRES FLEXIBLE WORK CENTRES 
  41 
 
• Trustworthiness; 
• Independence; 
• Outcome oriented work; 
• Discrete project workload that can be separated in part for days out of office; 
• Team player (able to get back into the team on days in the office). 
It appeared that different departments had varying attitudes to the flexible work approach. Some 
were already very comfortable with staff working away from the office, being a common practice 
because of the nature of their work, while others were concerned that being out of the office meant 
employees were not supporting the overall workload of the office as effectively. The nature of work 
for each department was relevant, as well as the distinct nature of the participants’ positions. 
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6. Conclusions 
The findings of the trial of Flexible Work Centres for Queensland Government employees supported 
the stated benefits of Flexible Work Centres, which include: increased productivity; reduced traffic 
and worker commute times; promoting community; supporting local centres and economies, 
providing better work-life balance. 
 
The views of participants and supervisors of the Flexible Work Centres trial has proved positive in 
almost all aspects of the working arrangement. Using a Flexible Work Centre provided significant 
benefits for participants who commonly commute long distances to work. These included positively 
impacting on work life balance, health, relationships, and budget. There were a number of comments 
that suggested that every benefit helps when it means retaining staff and keeping them happy.  
 
The Flexible Work Centres provide the Queensland Government with another opportunity to support 
employees. This support in turn benefits business and productivity. Supervisors and participants alike 
found productivity at the Centres to be high, and ongoing productivity during the rest of the week was 
also higher due to participants being less fatigued and having improved moods across the week.  
 
The few instances where people withdrew, or had problems with the trial, related to disconnection or 
impinged communication with the main office. Others had moved into new roles which required co-
location with other staff. The trial suggested that the Flexible Work Centre arrangement is not suited 
to all positions or all personalities. However for suitable positions and for self-motivated staff the 
flexible work arrangement enhanced productivity and job satisfaction. The benefit of using the 
Flexible Work Centre was a great motivator for participants to see the trial succeed and most 
participants wished to see the use of Flexible Work Centres continue.  Suggestions were also made to 
extend the provision of Flexible Work Centres into additional areas such as Jindalee and Ipswich. It 
was also suggested that the use of Flexible Work Centres be promoted and middle management be 
made aware of the benefits that could be gained by allowing their staff to participate. 
 
Digital technologies have allowed for the convenience of remote telework. Government Departments 
have varying experience with its potential to innovate and modernise the accommodation of 
employees. Familiarity with the potential scope of digital technologies and departmental access were 
the two limiting factors in this regard, with further use and development of systems that are intuitive 
and easy to use the benefits and functionality will improve this situation. It is noted that for some 
participants IT facilities at the centres were better than in their main office. 
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Government information and technology policies along with the appropriate provision of tools and 
hardware are vital to assist the necessary cultural shift towards workplace flexibility. These shifts are 
already occurring within the private sector and become increasingly relevant to the Government 
sector as well. 
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7. Policy Recommendations  
There are a number of recommendations that come out of this study. They suggest ways to prepare 
for and gain the optimum advantage of Flexible Work Centre arrangements. 
a) Allow participants continued use of Flexible Work Centres and consider extending the 
invitation to other Queensland Government employees through promotion and education. 
b) Investigate the potential of hot-desking arrangements, as well as specialised desk 
arrangements for specific work station needs.  
c) Investigate potential extension of the flexible work arrangements to capture other areas of 
South-East Queensland, such as Ipswich and Sunshine Coast. 
d) Provide information and training to middle management on the benefits and key criteria for 
supporting appropriate staff to work from flexible work spaces.  
e) Provide information and advice to managers on the appropriate selection process for Flexible 
Work Centres, including the use of appropriate technologies 
f) Ensure managers have the control to withdraw the flexible work arrangement if it is not 
working out in terms of productivity, interdepartmental communications or occupational 
workplace safety. 
g) Provide information and training for colleagues of flexible workers on getting the most out of 
flexible working. 
h) Allow for seamless flexible work and connections through effective IT systems. 
i) Improve technological support and protocols around printing and access to files and systems 
offsite/online, to allow consistent and reliable access for flexible workers. 
j) Further investigate the value of Queensland Government employees building non-
government networks with other flexible workers in the centres. Research should consider the 
type and effectiveness of developing local networks. Such as: perceptions of government, 
project creation with local communities, intergovernmental interactions, knowledge-sharing 
and the workplace value of serendipitous interactions. 
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Appendix A – Survey One Questions 
Flexible Work Centres Survey One 
This is the first online survey for the Flexible Work Centres Trial. As part of your participation in the 
trial you are required to complete four surveys throughout the trial period. Please answer each 
question candidly and with as much detail as possible. Your responses will help assess the overall 
effectiveness and value of the trial. Your cooperation and responses are greatly appreciated. All 
responses remain anonymous and will only be available to the QUT researchers on the project. If 
you have any question you can email or call the researchers for clarification. If you feel 
uncomfortable with a question you can mark it 'no response'. Thank you for your time. 
1. Survey ID Number 
2. Gender  
Male 
Female 
 
2. What is your age group?  
up to 25 
26 to 30 
31 to 35 
36 to 40 
41 to 45 
46 to 50 
51 to 55 
56 to 60 
61 + 
4. How many children (dependents) do you have at home? 
5. Do you have any other dependents (over 18 years of age) at home? 
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6. Please estimate approximately the allocation of your normal work time (percentages) based 
primarily at your normal work location across the following activities:  
research ............................... 
policy development ............................... 
interaction with public ............................... 
business development ............................... 
project management ............................... 
general /contract 
administration ............................... 
professional and/or 
technical services ............................... 
regulation and 
empowerment ............................... 
other ............................... 
7. Which government department do you work for? 
8. Which Flexible Work Centre are you working at?  
The Hive - Redcliffe 
Co-spaces The Gold Coast 
 
8. What is the average number of days per week you have worked from home over the last 6 
months?  
less than 1 day per week /1 day per week /  2 days per week  / 3 days per week / 4 days per week / 5 
days per week 
10. How many days per week do you work? (if working half days round to the next full number)? 
1 day 2 days 3 day 4 days 5 days 
11. How many days are you working at the Flexible Work Centre? 
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12. What is your average travel time to work (at your main office location)? 
13. What is your average travel time home from work (at your main office location)? 
14. What is your average travel time to the Flexible Work Centre? 
15. What is your average travel time home from the Flexible Work Centre? 
16. What was your key motivation for joining this trial? 
17. How would you rate the effectiveness of your relationship with your supervisor? 
18. How would you rate the effectiveness of your relationships with work colleagues (those from your 
main office location and directly connected to your work)? Ineffective /Neutral/ Effective 
19. Do you want to further comment on or qualify your rating on any of these relationships? 
20. How important is a friendly (rather than distant) relationship with your supervisor to effective 
performance of your work? 
21. How important are informal/social interactions with your colleagues to your work performance? 
The following questions refer to your expectations of working in the Flexible Work Centre (from the 
time before you started the trial) compared with working at your main office. (Please reflect on your 
expectations prior to commencement of the trial). 
22. How do you expect your use of the Flexible Work Centre will affect your daily work related travel 
time and commuting experience? 
23. How do you expect your use of the Flexible Work Centre to affect your overall work life balance? 
24. Do you have any comments about your expectations for the impact of working at the Flexible 
Work Centre on your work life balance? 
25. How do you expect the Flexible Work Centre to affect your overall personal productivity? 
26. Do you have any further comments about your expectations for Flexible Work Centre and your 
relationship with your supervisor? 
27. Do you expect that working from the Flexible Work Centre will affect how your supervisor(s) 
appreciates your work and supports your career? 
28. How do you expect the Flexible Work Centre to affect your effective working relations with your 
supervisor(s)? 
29. How do you expect the Flexible Work Centre to affect the effective working relations with your 
main office colleagues? 
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30. Do you have any comments about your access to a Flexible Work Centre and its effect on your 
relationships with your main office colleagues? 
31. How do you expect the Flexible Work Centre to affect you in terms of interruptions to work? 
32. Do you have any comments on potential interruptions to work in your main office or Flexible Work 
Centre? 
33. How (if at all) do you expect your use of the Flexible Work Centre to affect your personal and 
professional commitment to your work? 
34. How (if at all) do you expect your use of the Flexible Work Centre to affect your personal and 
professional commitment to the Public Service? 
35. How do you expect the Flexible Work Centre to compare to your main office computer 
workstation setup? 
36. Do you have any further comments about your expectations relating to your Flexible Work Centre 
workstation? 
37. How do you think the Flexible Work Centre will affect the work environment in terms of being 
pleasant and free from noise, distractions, and so on? 
38. Do you have any comments about the Flexible Work Centre environment or main office 
environment? 
The following questions request assessments of elements your work environment at the Flexible Work 
Centre compared with your main workplace in the CBD. For each question please rate. 
39. Human Resources Department/Personnel (for management of leave, wage other HR issues) - 
40. Communication technology - Much Worse Neutral Much Better 
41. Peer Support and Communication - Much Worse Neutral Much Better 
42. Technical Support - Much Worse Neutral Much Better 
43. Other office facilities - Much Worse Neutral Much Better 
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Appendix B – Survey Two Questions 
 
Flexible Work Centres Trial Survey 2 
 
Welcome to the second survey for the Flexible Work Centres (FWC) trial. Like the first survey it will 
ask a series of questions about your experiences at the FWC. Please answer as honestly and 
candidly as possible. Your responses are only visible to the researchers and anonymised reports are 
sent to the steering committee. Your Survey Identification is your initials and the initials of your 
government department, this allows us to keep results across the four surveys aligned, they are 
removed for reporting purposes. 
 
1. Participant ID (Please use your initials and the initials of your department) 
2. Gender 
 Male 
 Female 
3. Which Flexible Work Centre (FWC) are you working from?  
 The Hive, Redcliffe 
 Co-spaces, Southport 
 
MOTIVATION 
4. Why have you chosen to participate in this trial? 
 reduce travel time to work 
 for better work environment 
 to spend more time with family 
 to support elderly parents/family 
 to support health needs of family member (other than a parent) 
 to pursue educational interests 
 to improve health 
 to transition into retirement 
 to save money on travel costs 
 to save money on child care or home management 
 to reduce travel time to contacts and clients 
 for sports and fitness pursuits 
 to support local community (or community group) 
 to have more time for religious or spiritual pursuits 
 Other, please specify 
5. Which of the following factors affected your choice to participate in this trial? (check all that apply) 
 
PREVIOUS TELE-WORK EXPERIENCE AND PREFERENCES 
6. Have you ever worked remotely from your office/tele-worked in the past? 
7. If you have tele-worked - What other location(s) have you tele-worked from in the past? 
8. If you had previous experience teleworking - How many days per month did you telework? 
9. If you teleworked in the past - Did this experience happen under your current supervisor/manager? 
10. How many days per week would you like to work from the following locations? 
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 Flexible Work Centre (FWC) 
 Main Office (Central 
 Business District - CBD) 
 Home 
 Low Average High 
 FWC 
 CBD 
 Home 
 
PRODUCTIVITY - WORKPLACE COMPARISON 
11. Please rate your productivity at these locations on the following scale: 
12. Are you more productive in one location than the others?...and if so why? 
 
PRODUCTIVITY - DIGITAL TECHNOLOGIES - COMMUNICATIONS AND UPSKILLING 
13. Have you gained (by choice or necessity) new skills from working at the FWC? (please elaborate) 
14. Do you find yourself using digital communications more often as a result of participating in the trial? 
15. How would you rate your general digital technology literacy or skill level? 
16. Did you change your communication methods as a result of the Microsoft training for this trial? 
17. What methods of communication do you use to communicate with your supervisor, 
colleagues and other 
Qld Gov’t contacts when working at the FWC? (check all that apply) 
 landline 
 mobile 
 email 
 SMS 
 instant messaging 
 video call 
 video conferencing 
 internal department message boards 
 project management applications 
 Other 
 
18. What methods of communication do you use to communicate with external customers and 
stakeholders when working at the FWC? (check all that apply) 
 landline 
 mobile 
 email 
 SMS 
 instant messaging 
 video call 
 video conferencing 
 internal department message boards 
 project management applications 
 face to face meetings 
 Other 
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19. What features of web-based applications and tools do you use for business purposes when at 
the FWC?  
 co-editing documents 
 short message communications 
 emails and longer communications 
 accessing networks for data entry 
 accessing networks for it management 
 video link up 
 project management timelines 
 sharing photos 
 Other 
 
20. What programs or apps do you use for work communication purposes? 
 Sharing files  
 LinkedIn 
 Boomerang 
 Rapportive 
 TripIt 
 Asana 
 Cloudon 
 Docu Sign 
 LucidChart 
 Office2 HD 
 Dropbox 
 Gantter 
 Share this [entity] 
 Slide Rocket 
 CloudSponge 
 Checker Plus for Gmail 
 Draw.io 
 Lync 
 ABC iView (or other online news services) 
 Microsoft Office 365 
 Other 
 
21. Do these applications help to improve your productivity while at the FWC (and in what way)? 
 
PRODUCTIVITY - NETWORKS AND MEETINGS 
22. Have you increased your professional ‘networks’ by working from the FWC? (please elaborate)  
........................................................................................................................................................................................... 
23. How many interactions have you had with other non-government workers in the FWC? (please 
comment) 
24. Do you meet clients or customers face to face, by teleconference, etc.? 
25. Please rate the ease of meeting customers/clients at the FWC and your main CBD office? 
26. When working from the FWC – do you attend meetings in the CBD (in person) or via digital 
technology (e.g.Google Hangout)? 
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LOCAL ECONOMIC IMPACTS 
27. As a result of the FWC trial do you find you do any of the following - please click all that apply.  
Shop locally more often 
Buy takeaway food and beverages locally 
Use local services more (eg hairdressers, mechanics, accountants...) 
Have more connection with local community issues 
Other 
 
28. How much money would you estimate that you spend locally because you are working from 
the FWC? 
 
TRAVEL - TIME/COST BENEFITS 
29. What method of transport do you use to get to the FWC?  
 Walk 
 Bike 
 Motorbike or scooter 
 Bus 
 Train 
 Car 
 Taxi 
 Other 
 Comments 
 
30. What method of transport do you use to get to your CBD office? 
 Walk 
 Bike 
 Motorbike or scooter 
 Bus 
 Train 
 Car 
 Taxi 
 Other 
31. How much time do you feel you gain on days you work at the FWC? (Per day, please answer 
in Minutes) 
32. In what way(s) do you use the time you gain on days you work from the FWC? 
............................................................................................................................................................................... 
 Working longer hours 
 More time with family 
 More time with friends 
 More time sleeping 
 More time relaxing 
 More time exercising 
 More time for hobbies 
 I don't notice it, time just seems to fly 
 Other 
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33. What would be the most significant lifestyle change (for you) that you have noticed as a result 
of working from the FWC? 
 
WORKING RELATIONSHIPS - SUPERVISOR/MANAGER 
34. How supportive and encouraging is your Manager/Supervisor regarding your participation in 
the FWCT and telework in general? 
35. Since commencing the FWCT, has your working relationship with your supervisor/manager 
changed? 
36. Do you have a performance management plan with agreed work outcomes in place that 
covers the trial period? 
37. Did you have a performance management plan with agreed work outcomes in place prior to 
the trial period? 
38. How often do you communicate with your supervisor when working from the FWC? 
39. Do your tasks change depending on whether you are working from the FWC or in the CBD? 
How and why? 
 
WORKING RELATIONSHIPS - COLLEAGUES 
40. Do your work colleagues understand and support your participation in the FWCT? Why? 
41. If given the opportunity – would they like to participate if there was an FWC closer to their 
residence? 
42. How satisfied are you with the interactions/ communications you have with your main office on 
days you are at the FWC? 
43. Has your relationship with colleagues in CBD changed? 
44. How has your general health and wellbeing been affected by working from the FWC? (Please 
elaborate) 
45. Please rate each of the following aspects of the FWC: 
 Overall office environment and atmosphere      Excellent Good Fair Poor 
 Desk space and setup 
 Office Chair 
 Other sitting/ breakout areas 
 Meeting areas and rooms 
 Audio visual technology 
 Teleconferencing technology 
 Noise level for working 
 Storage facilities 
 Kitchen facilities 
 Restrooms 
 Lighting 
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Appendix C – Survey Three Questions 
Flexible Work Centres Survey Three  
 
This is the third Flexible Work Centres (FWC) Survey, you are required to complete this survey as per your 
agreement to participate in the trial. The focus of this survey is on your perception of productivity while at the 
FWC 
 
1. Research ID (your initials and the initials of your department please use same letters as you used for the 
last survey)  
 
2. Please rate your FWC experience over the last 3 months  
 
Excellent Good Fair Poor  
 
3. What personal measures of productivity do you use for your work within your current work role?  
 
4. Do you have productivity measures within a regular performance review process?  
 
Yes  
No  
Developing  
Comments  
 
5. How were these productivity measures developed? Are they suitable to your role?  
 
6. What are the key work related factors that affect your productivity?  
 
 
7. What are the key lifestyle factors which affect your productivity? (please list three or more)  
 
 
8. Is there anything at your main CBD office which inhibits your general level of productivity?  
 
9. Is there anything in your main CBD office that enhances your productivity? (e.g. features, people,  
other.....)  
 
10. Is there anything at your FWC office which inhibits your general level of productivity? 
 
11. Is there anything in your FWC that enhances your productivity? (e.g. features, people, other.....)  
 
12. Do you feel that your productivity is affected in any way (positively or negatively) by the trial?  
 
13. Since survey two have you made any new non-government contacts at your FWC?  
No  
Yes but limited  
Yes regular  
If yes please specify details  
 
14. Since survey two have you made any new government contacts at your FWC?  
No  
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Yes but limited  
Yes regular  
If yes please specify details  
 
15. Have you attended any of the functions or events being held by the FWC? (please list any events attended)  
 
16. Since starting the trial, have you experienced any previously unforseen benefits or problems with working  
from the FWC? 
   
 
 
17. Is there anything that could be done to improve the FWC experience?  
 
18. Having participated in the FWC trial for a number of months have you experienced lifestyle changes?  
(please comment)  
 
19. Do you feel your relationships with supervisors and colleagues have changed over the time since the last  
survey as a result of the FWC trial?  
remain the same  
improved with time  
become more distant  
become more understanding  
unsure  
 
20. If given the option would being able to continue working from a FWC contribute to a decision to keep  
working for the QLD government as opposed to retiring or working for another organisation? (Please comment)  
 
 
21. Would you recommend participation in the FWC trial to colleagues? 
Yes  
No  
Possibly depending on circumstances  
 
22. If given the option would you like to continue a long term FWC arrangement?  
yes  
no  
maybe  
Comments  
 
23. If given the option to continue long term would you be prepared to give up a fixed desk or have a shared  
desk arrangement at head office?  
yes  
no  
maybe (please comment)  
 
Thanks for your time and participation.  
 
Appendix D – Survey Four Questions 
Flexible Work Centres Trial Survey 4  
This is the fourth and final online survey for the Flexible Work Centres Trial.  
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1. Survey ID  
 
2. Please rate your overall experience of the Flexible Work Centre  
 
Overall experience -  Excellent Good Fair Poor Not Applicable  
Location of Flexible Work Centre  
Facilities at Flexible Work Centre  
Atmosphere of Flexible Work Centre  
Ease of interaction with main office  
Ease of interaction with clients  
Interaction with other workers at Flexible Work Centre  
Response from coworkers at main CBD office  
Excellent Good Fair Poor Not Applicable  
Overall experience  
Location of Flexible Work Centre  
Facilities at Flexible Work Centre  
Atmosphere of Flexible Work Centre  
Ease of interaction with main office  
Ease of interaction with clients  
Interaction with other workers at Flexible Work Centre  
Response from coworkers at main CBD  
office  
 
3. Please rate your overall work productivity as a result of using the Flexible Work Centre  
Lower than usual productivity/ Low Neutral/Average/ High /Higher than usual  
productivity  
 
4. Have you noticed or perceived any changes in your work productivity that can be directly attributed to 
using the Flexible Work Centre? Lower than usual productivity Low Neutral/Average High / Higher than 
usual productivity 
 
5. Do you have any further comments on your productivity at the Flexible Work Centre?  
 
 
6. Would you continue using a Flexible Work Centre if they were to continue being subsidised by Queensland  
Government?  
Yes  
Probably  
Uncertain  
No  
Other  
 
7. Would you continue using a Flexible Work Centre if it were not subsidised but you were given permission to  
work there one or two days per week, i.e. you would have to personally pay the daily cost of $25 - $30 per day?  
(N.B. please seek professional tax advice as to whether this would be considered a work related deduction)  
 
 
8. Now that you have worked from a Flexible Work Centre for some time have your impressions of them  
changed over that time?  
Yes  
No  
In what ways?  
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9. Do you believe there is value in working from a commercially run office space compared to working in a  
government office space?  
Yes  
No  
Please Comment:  
 
10. How have you found the experience of working amongst non-government workers?  
 
 
 
11. Have you made new connections at the Flexible Work Centre?  
Yes  
No  
Please Comments  
 
12. Has working from the Flexible Work Centre inspired you either in terms of work or in a personal/lifestyle way?  
 
Yes in relation to my work  
Yes in relation to my personal life  
Yes in both my work and personal life  
No  
Unsure 
 
13. In what way have you been inspired? Please comment further.  
 
 
 
14. What is the best aspect of working from the Flexible Work Centre?  
 
15. What has been the worst aspect of working from the Flexible Work Centre?  
 
 
 
16. Have you experienced any negative aspects to the Flexible Work Centre arrangements?  
 
 
 
17. How much travel time do you save per day when working from the Flexible Work Centre?  
 
18. Do you save money when working from the Flexible Work Centre?  
Yes  
No  
Estimated value per day?  
 
19. In what areas are your cost savings realised  
 
Public Transport Cost  
Fuel Cost  
Child Care  
After School Care  
Parking  
Cleaning  
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Fitness  
Health  
Other  
........... 
Groceries  
 
20. Is there any specific advice would you give to policy makers about Flexible Work Centre arrangements?  
 
21. Do you have any other comments or advice regarding the use of Flexible Work Centres as an option for  
Queensland Government employees?  
 
 
 
Appendix E – Focus Group Questions for Supervisors 
Focus Group Questions for Supervisors: 
5. What is your overall impression with the flexible working centre (FWC) trial? 
6. What are the main challenges of supervising workers who are teleworking and/or using FWCs?  
7. As a Supervisor are there any key differences in staff teleworking from home and teleworking 
from a FWC? 
8. Have you noticed changes in other staff or team relationships due to the FWC trial? 
9. How do you measure or gauge your workers/staff productivity? 
10. Have you needed to change your measures or checks to ensure productivity with the use 
of FWC trial? 
11. Has your staff member’s absence from the office affected other workers productivity within 
the office? 
12. Do you envisage flexible work arrangements on a longer term basis would assist in retaining 
staff and is this important within your work environment? 
13. What is the estimated cost (time and money) to replace a staff member of your team? 
14. If government was to support a policy of providing FWC what would be important 
constraints for such a policy? 
15. What additional or directional opportunities should such a policy pursue? (e.g. locations, types 
of offices, equipment, training) 
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Appendix F - Survey One 
The gender distribution of the responses to the survey was 45% male and 55% female, spread across 
all participating State Government departments. Eight of surveys were from participants at The Hive 
(Redcliffe) and 15 from Co-Spaces (Southport).  Eleven participants were working at their Flexible 
Work Centre one day a week and eleven said they were using the centre two days a week (one 
respondent skipped this question). 
The following chart shows the age breakdown of participants.  
 
Chart 1 – Age of Participants 
 
Participants are distributed across most age groups with a significant proportion (total of 10 
participants) over 51 years. 
Not all participants had children or other dependents, with the most at home dependents of any 
participant being one person with three children. There was a note by some participants that assisting 
with childcare responsibilities was part of their motivation for joining the trial, however it was much 
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more significant to participants that the opportunity to use the remote office close to home would 
reduce travel time and lifestyle stress. Some participants noted travel times of up to 3 hours a day, 
noting that this caused problems with relationships and even causing stress within their office/work 
environments. Some noted the break away from the office made relationships in the office better and 
more productive. Others noted they anticipated it would allow them to manage certain aspects of 
daily life like home maintenance and car repairs more easily. Some noted that the small office 
environment of their flexible work centre would be less distracting, healthier (air quality) and more 
productive. 
None of the participants envisaged any difficulty working remotely to their supervisors with many 
noting that for various reasons this was already the case.  
Very few participants had worked remotely to their main office already, so for most the trial presented 
a new opportunity. The comments reflected an overall optimism about the benefits for reduced travel 
time and cost, reduced stress and lifestyle opportunities they felt the trial would offer. 
On average the participants saved 72 minutes in travel time each way by using the Flexible Work 
Centres. The average travel time to the FWC being 18 minutes. Chart two shows travel time for each 
participant to their main office (series one) and to the Flexible Work Centres (series two). 
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Chart 2 - Travel time to work 
 
The following charts show some of the responses to the fixed response questions. These questions 
will again be surveyed towards the end of the trial to see how the flexible work centre is evaluated 
over time by the participants. There will also be additional questions in future surveys to further 
understand the impact of the trial for participants and the local area of the flexible work centres. The 
numbers relate to the questions within the survey shown in the attachment at the end of this report. 
 
Survey one question (S1Q) 17. How would you rate the effectiveness of your relationship with your 
supervisor?  
 
 
Chart 3 – Relationship with supervisor 
 
Generally participants already noted having a good relationship with their supervisors and some 
stated that this was the reason they could participate in the trial. They felt the trial would not impact 
on this relationship. One stated that they hoped the trial would actually help in their relationship with 
their supervisor. 
 
 
S1Q.18  How would you rate the effectiveness of your relationships with work colleagues (those 
from your main office location and directly connected with your work? 
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Chart 4 - Relationship with work colleagues 
 
S1Q.20 How important is a friendly (rather than distant) relationship with your supervisor to 
effective performance of your work?  
 
 
Chart 5 - Friendliness of supervisor relationship 
 
Interactions within the office and particularly between supervisors and worker impacts on the 
productivity and effectiveness of workers. Understanding how these relationships work in the FWC 
situation is important to the trial. This question establishes a baseline for the participants and also 
helps understand how the relationship between the participant and their supervisor aids the success 
or otherwise of the trial. This is also important in question 21 below with the exploration of the 
relationships with colleagues in the main office. 
 
S1Q21. How important are informal/social interactions with your colleagues to your work 
performance?  
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Chart 6 – Informal and social interactions 
 
S1Q 22. How do you expect your use of the Flexible Work Centre will affect your daily work related 
travel time?  
 
 
Chart 7 – Expected travel times 
 
Not surprisingly the impact on travel time is expected to be significantly improved by all participants. 
As previously noted some participants spend up to three hours a day (or more) commuting to the 
CBD. All travelled more than 30 minutes.  Travel times to the flexible work centres were as quick as 
seven minutes to a maximum of 20 minutes.  
 
S1Q 23. How so you expect your use of the Flexible Work Centre to affect your overall work life 
balance?  
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Chart 8 – Work - life balance 
 
Again the strong expectation that working from the Flexible Work Centre would improve work life 
balance is shown in the response to this question with all participants expecting an improvement. 
Comments added to this questions (in free text) showed participants were appreciative of the 
opportunity, having positive expectations of the potential benefits envisaged. In particular, the aspect 
of work life balance and stress management were added to the participants’ comments. 
 
S1Q 25. How do you expect the Flexible Work Centre to affect your overall personal productivity?  
 
 
Chart 9 – Personal productivity 
 
It is noted that a significant proportion 83 % of participants felt that the trial would improve their 
personal productivity. This is an initial expectation and will be revisited throughout the trial to 
consider the reality of working from the Flexible Work Centre. This does not measure existing 
productivity perceptions and the neutral responses could be indicative of an existing satisfaction with 
their productivity levels. 
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S1Q 28. Do you expect that working from the Flexible Work Centre will affect how your 
supervisor(s) appreciates your work and supports your career? 
 
 
 
Chart 10 - Supervisor appreciation of work and career 
 
While most participants felt that there would not be an impact on the perceptions of their supervisors 
towards their work and career, it is noted that 17 % felt that it would actually improve their 
supervisor’s appreciation of their work and career. Although not directly asked here, it may be that 
participants already feel they have positive relationships with their supervisors, as indicated in 
separate questions. 
 
S1Q 29. How do you expect the Flexible Work Centre to affect the effective working relations with 
your main office colleague? Referring to question 29 of the first survey. 
 
Chart 11 – Working relationships 
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Most comments added to this question reflected that positive measures were being taken to keep in 
contact by either participants or supervisors, such as team meetings and making contact via phone 
calls. Some felt that it was inevitable that there would be some impact, while others felt the fact they 
were less stress overall would actually help in building relationships when they were in the office. 
 
S1Q 31. How do you expect the Flexible Work Centre to affect you in terms of interruptions to 
work? Referring to question 31 of the first survey. 
 
 
Chart 12 – Work interruptions  
 
Several separate comments noted that the remote office would actually be good as there were likely 
to be less interruptions. It is important to follow up this question to gauge over time if the Flexible 
Work Centres are indeed less prone to interruptions or if there are other types of interruptions in 
these settings. The graph above shows that there is an expectation that they will be better for 
concentration and provide more personally productive work places. 
 
S1Q 33. How (if at all) do you expect your use of the Flexible Work Centre to affect your personal 
and professional commitment to your work?  
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Chart 13 – Commitment to work 
 
Again a very positive response by trial participants who see that their commitment to work will either 
be unaffected or improved. One comment noted that it was the difference between staying in their 
position or seeking other employment. Similarly the following question which asked about 
participants’ commitment to the public service showed that the trial is expected to have a neutral to 
positive effect on participants 
 
S1Q 34. How (if at all) do you expect your use of the Flexible Work Centre to affect your personal 
and professional commitment to the Public Service?  
 
  
Chart 14 – Commitment to public service 
 
S1Q 35. How you expect the Flexible Work Centre to compare to your main office computer 
workstation setup?  
Care was taken in the pre-trial training to ensure participants knew how to set up their work stations 
within the Flexible Work Centres. The survey responses showed a range of responses to the question 
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of workstation setup. Some of the issues noted were the lack of ergonomic chairs in the Centres 
(noting that there were better chairs in their main offices); lack of partitioning; size of the desks. 
 
 
Chart 15 – Computer workstation  
 
The following questions further considered the workplace environment at the Flexible Work Centres.  
S1Q 37 to 43. How do you think the Flexible Work Centre will affect the work environment in terms 
of: 
Being pleasant and free from noise, distraction: 
 
 
Chart 16 – Pleasant and free from noise and distraction 
 
Human Resources Department/Personnel (for management of leave, wage other HR issues): 
The responses showed that for participants there was no expectation for significant difference in 
regard to managing human resources type issues. 
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Chart 17 – Human resources 
 
Communication technology: 
 
Chart 18 – Communication technology 
 
The response to communication technology was neutral or slightly worse, suggesting that the 
participants don’t really anticipate any concerns over the use of communication technology at the 
centres. 
 
Peer Support and Communication: 
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Chart 19 – Peer support and communication 
 
The responses suggest that participants are not overly concerned with the connections they will have 
with peers while working from the Flexible Work Centres. 
 
Technical Support: 
 
Chart 20 – Technical Support  
 
Technical support from the Flexible Work Centres was not considered to be a concern for the 
participants. Most felt it would be no different to their main office support. 
 
Other office facilities: 
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Chart 21 – Other office facilities 
 
There is generally little concern expressed about the potential or observed office facilities at the 
Flexible Work Centres with most participants feeling they offer the same or better facilities. 
 
 
SUMMARY OF SURVEY ONE 
 
Overall, productivity and commitment to work, along with lifestyle benefits and reduced travel times 
are so far perceived to be the greatest benefits of the Flexible Work Centres. Generally, the office 
setup and availability of resources were not perceived to be potential problems.  
Further analysis of the data and comparisons between the four surveys will be undertaken as the trial 
progresses. The additional survey data and the subsequent surveys will provide a fuller picture of the 
Flexible Work Centre experience. 
A few experience diaries have been received and note a positive experience within the first month of 
the trial, a few settling issues which have centred on adjustments to being in and out of the main 
office, and a sense of appreciation for the time gained by the opportunity of the Flexible Work 
Centres.  
At this point participants seem very positive and appreciative of the trial (as to be expected) and see 
that the trial will improve their relationships and productivity both in work and home life. 
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Appendix G - Survey Two  
The gender distribution of the responses to the survey was 45% male and 55% female, spread across 
all participating State Government departments. Eight of surveys were from participants at The Hive 
(Redcliffe) and 15 from Co-Spaces (Southport).  Eleven participants were working at their Flexible 
Work Centre one day a week and eleven said they were using the centre two days a week (one 
respondent skipped this question). 
The following chart shows the age breakdown of participants.  
 
Chart 1 – Age of Participants 
 
Participants are distributed across most age groups with a significant proportion (total of 10 
participants) over 51 years. 
Not all participants had children or other dependents, with the most at home dependents of any 
participant being one person with three children. There was a note by some participants that assisting 
with childcare responsibilities was part of their motivation for joining the trial, however it was much 
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more significant to participants that the opportunity to use the remote office close to home would 
reduce travel time and lifestyle stress. Some participants noted travel times of up to 3 hours a day, 
noting that this caused problems with relationships and even causing stress within their office/work 
environments. Some noted the break away from the office made relationships in the office better and 
more productive. Others noted they anticipated it would allow them to manage certain aspects of 
daily life like home maintenance and car repairs more easily. Some noted that the small office 
environment of their flexible work centre would be less distracting, healthier (air quality) and more 
productive. 
None of the participants envisaged any difficulty working remotely to their supervisors with many 
noting that for various reasons this was already the case.  
Very few participants had worked remotely to their main office already, so for most the trial presented 
a new opportunity. The comments reflected an overall optimism about the benefits for reduced travel 
time and cost, reduced stress and lifestyle opportunities they felt the trial would offer. 
On average the participants saved 72 minutes in travel time each way by using the Flexible Work 
Centres. The average travel time to the FWC being 18 minutes. Chart two shows travel time for each 
participant to their main office (series one) and to the Flexible Work Centres (series two). 
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Chart 2 - Travel time to work 
 
The following charts show some of the responses to the fixed response questions. These questions 
will again be surveyed towards the end of the trial to see how the flexible work centre is evaluated 
over time by the participants. There will also be additional questions in future surveys to further 
understand the impact of the trial for participants and the local area of the flexible work centres. The 
numbers relate to the questions within the survey shown in the attachment at the end of this report. 
 
S2Q 17. How would you rate the effectiveness of your relationship with your supervisor?  
 
 
Chart 3 – Relationship with supervisor 
 
Generally participants already noted having a good relationship with their supervisors and some 
stated that this was the reason they could participate in the trial. They felt the trial would not impact 
on this relationship. One stated that they hoped the trial would actually help in their relationship with 
their supervisor. 
 
 
S2Q 18. How would you rate the effectiveness of your relationships with work colleagues (those 
from your main office location and directly connected with your work? 
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Chart 4 - Relationship with work colleagues 
 
S2Q 20. How important is a friendly (rather than distant) relationship with your supervisor to 
effective performance of your work?  
 
 
Chart 5 - Friendliness of supervisor relationship 
 
Interactions within the office and particularly between supervisors and worker impacts on the 
productivity and effectiveness of workers. Understanding how these relationships work in the FWC 
situation is important to the trial. This question establishes a baseline for the participants and also 
helps understand how the relationship between the participant and their supervisor aids the success 
or otherwise of the trial. This is also important in question 21 below with the exploration of the 
relationships with colleagues in the main office. 
 
S2Q 21. How important are informal/social interactions with your colleagues to your work 
performance?  
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Chart 6 – Informal and social interactions 
 
S2Q 22. How do you expect your use of the Flexible Work Centre will affect your daily work related 
travel time?  
 
 
Chart 7 – Expected travel times 
 
Not surprisingly the impact on travel time is expected to be significantly improved by all participants. 
As previously noted some participants spend up to three hours a day (or more) commuting to the 
CBD. All travelled more than 30 minutes.  Travel times to the flexible work centres were as quick as 
seven minutes to a maximum of 20 minutes.  
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S2Q 23. How so you expect your use of the Flexible Work Centre to affect your overall work life 
balance?  
 
 
Chart 8 – Work - life balance 
 
Again the strong expectation that working from the Flexible Work Centre would improve work life 
balance is shown in the response to this question with all participants expecting an improvement. 
Comments added to this questions (in free text) showed participants were appreciative of the 
opportunity, having positive expectations of the potential benefits envisaged. In particular, the aspect 
of work life balance and stress management were added to the participants’ comments. 
 
S2Q 25. How do you expect the Flexible Work Centre to affect your overall personal productivity?  
 
 
Chart 9 – Personal productivity 
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It is noted that a significant proportion 83 % of participants felt that the trial would improve their 
personal productivity. This is an initial expectation and will be revisited throughout the trial to 
consider the reality of working from the Flexible Work Centre. This does not measure existing 
productivity perceptions and the neutral responses could be indicative of an existing satisfaction with 
their productivity levels. 
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S2Q 28. Do you expect that working from the Flexible Work Centre will affect how your 
supervisor(s) appreciates your work and supports your career? 
 
 
 
Chart 10 - Supervisor appreciation of work and career 
 
While most participants felt that there would not be an impact on the perceptions of their supervisors 
towards their work and career, it is noted that 17 % felt that it would actually improve their 
supervisor’s appreciation of their work and career. Although not directly asked here, it may be that 
participants already feel they have positive relationships with their supervisors, as indicated in 
separate questions. 
 
S2Q 29. How do you expect the Flexible Work Centre to affect the effective working relations with 
your main office colleague? Referring to question 29 of the first survey. 
 
Chart 11 – Working relationships 
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Most comments added to this question reflected that positive measures were being taken to keep in 
contact by either participants or supervisors, such as team meetings and making contact via phone 
calls. Some felt that it was inevitable that there would be some impact, while others felt the fact they 
were less stress overall would actually help in building relationships when they were in the office. 
S2Q 31. How do you expect the Flexible Work Centre to affect you in terms of interruptions to 
work? Referring to question 31 of the first survey. 
 
 
Chart 12 – Work interruptions  
 
Several separate comments noted that the remote office would actually be good as there were likely 
to be less interruptions. It is important to follow up this question to gauge over time if the Flexible 
Work Centres are indeed less prone to interruptions or if there are other types of interruptions in 
these settings. The graph above shows that there is an expectation that they will be better for 
concentration and provide more personally productive work places. 
 
S2Q 33. How (if at all) do you expect your use of the Flexible Work Centre to affect your personal 
and professional commitment to your work?  
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Chart 13 – Commitment to work 
 
Again a very positive response by trial participants who see that their commitment to work will either 
be unaffected or improved. One comment noted that it was the difference between staying in their 
position or seeking other employment. Similarly the following question which asked about 
participants’ commitment to the public service showed that the trial is expected to have a neutral to 
positive effect on participants. 
 
S2Q 34. How (if at all) do you expect your use of the Flexible Work Centre to affect your personal 
and professional commitment to the Public Service?  
 
  
Chart 14 – Commitment to public service 
 
S2Q 35. How you expect the Flexible Work Centre to compare to your main office computer 
workstation setup?  
Care was taken in the pre-trial training to ensure participants knew how to set up their work stations 
within the Flexible Work Centres. The survey responses showed a range of responses to the question 
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of workstation setup. Some of the issues noted were the lack of ergonomic chairs in the Centres 
(noting that there were better chairs in their main offices); lack of partitioning; size of the desks. 
 
 
Chart 15 – Computer workstation  
 
The following questions further considered the workplace environment at the Flexible Work Centres.  
S2Q 37 to 43. How do you think the Flexible Work Centre will affect the work environment in terms 
of: 
Being pleasant and free from noise, distraction: 
 
 
Chart 16 – Pleasant and free from noise and distraction 
 
Human Resources Department/Personnel (for management of leave, wage other HR issues): 
The responses showed that for participants there was no expectation for significant difference in 
regard to managing human resources type issues. 
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Chart 17 – Human resources 
 
Communication technology: 
 
Chart 18 – Communication technology 
 
The response to communication technology was neutral or slightly worse, suggesting that the 
participants don’t really anticipate any concerns over the use of communication technology at the 
centres. 
 
Peer Support and Communication: 
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Chart 19 – Peer support and communication 
 
The responses suggest that participants are not overly concerned with the connections they will have 
with peers while working from the Flexible Work Centres. 
 
 
 
 
Technical Support: 
 
Chart 20 – Technical Support  
 
Technical support from the Flexible Work Centres was not considered to be a concern for the 
participants. Most felt it would be no different to their main office support. 
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Other office facilities: 
 
Chart 21 – Other office facilities 
 
There is generally little concern expressed about the potential or observed office facilities at the 
Flexible Work Centres with most participants feeling they offer the same or better facilities. 
SUMMARY 
 
Overall, productivity and commitment to work, along with lifestyle benefits and reduced travel times 
are so far perceived to be the greatest benefits of the Flexible Work Centres. Generally, the office 
setup and availability of resources were not perceived to be potential problems.  
Further analysis of the data and comparisons between the four surveys will be undertaken as the trial 
progresses. The additional survey data and the subsequent surveys will provide a fuller picture of the 
Flexible Work Centre experience. 
A few experience diaries have been received and note a positive experience within the first month of 
the trial, a few settling issues which have centred on adjustments to being in and out of the main 
office, and a sense of appreciation for the time gained by the opportunity of the Flexible Work 
Centres.  
At this point participants seem very positive and appreciative of the trial (as to be expected) and see 
that the trial will improve their relationships and productivity both in work and home life. 
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Appendix H - Survey Three 
Survey three focused on the participants perceptions of productivity. The questions explored the 
factors affecting productivity and the relative productivity of the Flexible Work Centre (FWC) and their 
main CBD offices. 
Question 2 asked participants to rate their FWC experience on a four point scale from poor, fair, good 
and excellent. 53% of participants rated it as excellent, 43% as good and only one participant rated it 
as fair. The overall response being very positive.  
 
 
Participants were asked “What personal measures of productivity do you use for your work within 
your current work role?” A range of measures were mentioned including: 
 Daily action lists /Tasks completed 
 Number of tasks completed 
 Outputs measures 
 Feel and energy of team 
 Some didn’t measure progress just 
continued working on current 
projects/tasks 
 Meeting required deadlines 
 Processing and acting on requests 
 Regular progress meetings with team 
or supervisor 
 Completing planned work 
 Daily work log
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Some sent complete task list to managers while others were more autonomous about daily tasks 
completed. 
Question 4 asked if participants had productivity measures within a regular performance review 
process. 
 
Measuring productivity can be challenging and some form of key performance indicators are required 
to benchmark and assess. Surprisingly when asked if participants had productivity measures within 
their regular performance review process only 36% had these in place with a further 39% saying they 
were being developed. 25% had no productivity measures in their review process.  
Question 5 asked how these measures were developed. Most commonly they were aligned to their 
work role, some had recently changed roles so they were still in the process of developing these, 
others aligned with business, department and/or project plans. The nature of the role impacted on 
the type of measures, if any, that are placed on workers. 
Participants were asked about the key factors affecting their personal productivity in survey question 
6. In response a number of factors were listed, they include: 
 Interruptions and distractions within 
office 
 Knowledge of work area 
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 Sense of meaning to work and ability 
to affect change 
 Meeting deadlines 
 Vibe or feel of office and team 
 Stakeholder satisfaction 
 Quality of work 
 Knowledge of subject matter for 
specialised area 
 Leadership direction 
 Clarity of enquiries, concise directions 
 Office noise and personal 
conversations (distractions) 
 Provision of necessary information 
from colleagues  
 Availability of staff and other contacts 
 Technology  
 Ease of communication with team 
members (being able to talk to them) 
 Desk, chair and office arrangements 
 Participating in interesting work 
 Positive professional work 
environment 
 Impossible deadlines and timeframes 
 Relationship to management 
(equitable or inequitable) 
 Quiet work environment 
 
Question 7 asked participants about the key lifestyle factors affecting their productivity. The following 
list summarised their responses. 
 Stress  
 Travel time 
 Exercise/physical fitness 
 Nutrition 
 Sleep/ tiredness 
 Budget and money worries 
 Energy 
 Planning 
 Personal time 
 Family time  
 Family stress/ family health 
 Relaxed atmosphere 
 Alertness 
 Ability to get fresh air 
 Work pressures 
 Personal mental state 
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 Impact of commute/ frustration/sense that commute is part of work 
 Work/life balance 
 Flexible hours 
 
In Question 8 participants were asked about factors affecting productivity at their main CBD office, 
generally there were not perceived to be any major issues, and the reason for any reduced 
productivity was related to travel or commute factors rather than the office or work environment 
itself. The following factors were listed by some as issues: 
 Noise levels in open office plan 
 Walk up interruptions 
 Team issues 
 Department split between locations 
 Location 
 Office environment (especially temperature/air-conditioning not working) 
Another comment in response to this question suggested that technology that could be used or 
further developed to allow work teams to see each other when communicating; thereby aiding 
interpretation through body language and visual cues otherwise missed in emails.  
In Question 9 participants were also asked about the positive aspects or aspects of the main CDB 
office environments that enhanced their productivity. The main factors listed in their responses 
included: 
 Network access of internal systems 
 Hard file access 
 Supervisor 
 Face to face discussions 
 Dual screens/ computer setup 
 Access to resources 
 Access to personnel 
 Access to technical assistance 
 Desk phone 
 Being close to decision makers 
 Spaces for confidential discussions 
 Team energy 
 Professional work environment 
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 Specific computer programs not available on laptop 
 Colleague recognition 
 
The survey then focused on factors affecting productivity at the FWC. In survey question 10 they were 
asked about inhibiting factors. While many responses said there was nothing about the centres that 
negatively inhibited their productivity, the following list of inhibitors was generated and it focused 
around supplied technology: 
 Lack of direct network access 
 Slow computing/ slow systems  
 Inability to have face-to-face discussions 
 Ability to connect to the printer or scanner 
 IT support available 
 Office opening times (doesn’t open before 8:30am) 
 Seating  
 Limitations of laptops 
Question 11 asked about factors that enhance productivity, the responses generally reflected the 
opposite to CBD negatives such as: 
 Quiet office 
 Less distractions / interruptions 
 Proximity to home 
 Being less tired with short travel time 
Additionally they also commented that the Flexible Work Centres offered: 
 Plenty of room 
 Friendly people and staff 
 Well-appointed facilities 
 Ability to work autonomously 
 Ground level access 
 Street views 
 Maximising most productive work times 
 Collaborating with other workers on occasion 
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Question 12 asked ‘Do you feel that your productivity is affected in any way (positively or negatively) 
by the trial?’ 
The overall sense of the responses was that the trial was a positive influence on their work 
productivity, some found that over time they had become more productive in the new environment, 
others found the benefits so meaningful for them personally that they were keen to see the trial 
succeed.  
Some commented they had needed to explore other ways of managing their work and dividing their 
time and/or projects across the week, anticipating the time they were to spend at the FWC. Several 
participants mentioned they leave work that requires uninterrupted time or quiet time for the FWC 
and schedule meetings and face-to-face catching up to other days. The FWC provided a focused time 
valuable for specific tasks. 
One comment suggested that optimal arrangement for productivity would be two days at the FWC 
and three in the main office, based on types of work being undertaken, commute and quiet 
uninterrupted work space factors. 
Several participants specifically noted that they felt their overall productivity to have increased.  
Four participants commented that it had not affected their productivity positively or negatively. 
Nobody commented that it had negatively impacted on their productivity, although one noted that 
not being able to print was a nuisance. 
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Generally participants had not met many other non-government workers at the FWC or if they had it 
was limited. Some of the people they had met were staff and one or two freelance consultants within 
their work centre. 
When asked in question 14 if they had met many government workers there was a much stronger 
positive result. This is not surprising as participants are grouped in the same work areas within the 
FWC. 
 
 
Both FWC run a number of networking activities and in question 15 participants were asked if they 
had attended any of these. Only 4 participants had, these functions included the Melbourne Cup 
social event, one person commented that they were held in the evening at an inconvenient time, 
another person was actively attending several events including professional development type events, 
charity and networking events.  
Participants generally went into the FWC with certain expected benefits, and in question 16 they were 
asked if there were any unforeseen impacts of working at the FWC. One participant commented they 
were actively trying the different work arrangements offered by the centre such as the standup work 
station which has since become a favourite desk. Others commented that in storm season it is better 
being close to home. Another comment was that they felt more connected to their local area as a 
result of being able to shop in the local shops during the week. Another noted a cost saving for 
transport from $140 per week. One participant commented that their staff at main office are now 
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encouraged to work through issues for themselves rather than seeking out solutions from their 
manager (the participant) when they are away at the FWC. 
Negative effects included the difficulty with some IT software and connections, and the fact that other 
colleagues see the remote work day as a day off. 
Question 17 asked if there was anything they would change with the FWC? The following is the list of 
suggestions: 
 Earlier opening - at 7am in summer 
 Flexibility with days at the FWC – being able to shuffle days 
 Improved web-access technology (Queensland Health) 
 Maybe not have the manager 
 Extend to more days 
 Improved IT integration with printing 
 Access to a large computer screen of generic docking station 
 Some areas with higher partitions and sound proofing 
 Lockers to leave computers in during week 
 Question 18 asked participants “Having participated in the FWC Trial have you noticed any specific 
lifestyle changes?” 
Their responses included: 
 Time for exercising and social sport 
 Less stress 
 More time with family 
 Helping around home 
 Networking 
 Taking appropriate breaks 
 Sleep in  
 Happier and relaxed 
 May have retired if this weren’t 
available 
 More energetic 
 Time for hobbies 
 Time for volunteering 
 Cycling to FWC 
 Participating in community garden
FLEXIBLE WORK CENTRES  
  96 
 
 
Question 19 asked about the participant’s relationship with their manager, and generally there 
appeared to be no change with the manager relationship with the exception of where there had been 
a change of manager, and some who were unsure if there had been a change. 
 In question 20 participants were asked “if given the option would being able to continue working 
from a FWC contribute to a decision to keep working for the Queensland Government as opposed to 
retiring or working for another organization?” The positive response was 73% of participants, some 
commenting that the trial had already made the difference as they were currently thinking of retiring 
if the FWC option had not become available. The majority of the ‘yes’ statements were accompanied 
by strong affirmations like “definitely” and “absolutely” others noted that it would not make the 
difference now but in the future it may become a consideration. 
 
 
Question 21 asked if you would recommend the trial to other colleagues. Participants said they would 
recommend the trial to other colleagues with the exception of 3 participants who said they would 
‘possibly recommend it to others’. Question 22 asked ‘If given the option would you like to continue a 
long term FWC arrangement?’ There was only one ‘no’ and one ‘maybe’ to this question with a 
resounding positive from the remaining participants. 
FLEXIBLE WORK CENTRES  
  97 
 
 
If given the option to continue long term would you be prepared to give up a fixed desk or have a 
shared desk arrangement at head office?  
FLEXIBLE WORK CENTRES  
  98 
 
 
 
 
 
FLEXIBLE WORK CENTRES  
  99 
 
CONCLUSIONS 
The feedback from this third survey is very positive, participants in general are very happy with the 
arrangements and the opportunity to be part of the trial. The lifestyle benefits have significant 
meaning for them and the facilities at the centres are working well with the exception of printing and 
some technical IT issues in some departments. This was also supported with the diary comments from 
participants. 
The perceptions of the participants are that the quiet out of office space and the reduced travel times 
are significantly increasing their productivity on specific tasks. Participants are working out ways to 
best manage what work they undertake at the FWC and at the main office. 
The key term here is access, whether it is access to personnel or technology. Effective Flexible Work 
Centres and the policies that enable them need to provide access to personnel and technology. The 
more connected the flexible worker is to their main office resources the more effective the 
arrangement can be. This can be achieved through technology, and further work on considering the 
most effective means and tools to make these connections is necessary.  
 
FLEXIBLE WORK CENTRES  
  100 
 
Appendix I - Survey Four  
Survey four was conducted in February 2015 and is the final survey for the trial. It included some 
repeated questions from earlier surveys to see if impressions and experiences for participants had 
changed over time. It also asked participants to rate their experience of the centres by looking at 
some specific aspects of the Trial. Firstly they rated their overall experience 78% felt it was excellent, 
19% felt it was good (technical IT issues being a main reason for lower ranking) and 4% finding the 
experience ranked as fair. 
 
Graph 4.1 Raking overall experience 
 
The second graph considered the location of the FWC again these ranked highly as excellent or good. 
It should be noted that participants all live local to the specific centres they are attending. 
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Graph 4.2 Location of Flexible Work Centres 
 
The third graph ranks the facilities at the centre. 50% stated they were excellent, 38% said good and 
12 % said fair leaving some room for improvement to the facilities at the Centres themselves. 
 
Graph 4.3 – Facilities at Flexible Work Centre 
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Graph 4.4 Atmosphere of the FWC 
 
The atmosphere at the centres was also reported to be execellent or good by 92% of participants 
while ease of interaction with main office was rated excellent by 46% of participants and good by 50%. 
 
Graph 4.5 Interactions with main office 
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Graph 4.6 Interactions with clients 
There was a more mixed response to considerations of interactions with clients and workers at the 
FWC.  
 
Graph 4.6 Interactions with other workers 
16% of participants found the interactions with other FWC workers to be fair, 32% Good and 48% said 
excellent. 
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Graph 4.6 Coworker responses 
 
Graph 4.7 overall productivity 
Work productivity remained strong while using the FWC and no one suggested it was low or lower 
than ususal.  
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Graph 4.8 Continued use of the FWC 
92% of participants were confident they would use a FWC if it continued to be available and the 
remaining 7% said they probably would continue using the them. 
 
Graph 4.9 Self funded  
Although there was a strong opinion that Government should provide and pay for the office space of 
their workers it was still interesting to see that 50% would consider paying for the privilege of using 
the centres (in fact cheaper than their commute) and 19% were definite that they would consider 
paying for the space themselves. 
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Graph 4.10. New Connections and FWC 
Between surveys there had been an increase in the number of new connections that had been made 
within the centre. 
 
Negatives for the FWC experience were few but the list included: 
• No access to landline phones which are more comfortable for long calls and some positions do not 
include mobile phones 
• Not able to print because of departmental printing protocols 
• Issues with connecting to internet on occasion 
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Graph 4.11 Cost savings realized  
There were a number of areas where  participants were making cost savings by using the Centres 
these included transport, fuel, child care, afterschool care, parking, cleaning, Fitness Health and 
groceries 
 
